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ABSTRACT 
Striking the balance between managing a successful organisation and paying attention 
to environmental sustainability requires excellent leadership. There are several benefits 
associated with being an environmentally sustainable organisation such as improved 
image (reputation and brand), increased customer loyalty, improved bottom line, 
attracting skilled experienced staff and improving the relationships with local 
communities.  
 
The purpose of this study was to explore and describe the change leadership qualities 
needed to drive environmental sustainability in the South African landscape to reduce 
global warming reduction. The qualitative paradigm was utilised to investigate the 
change leadership qualities needed to affect create environmental sustainability, with 
focus on global warming reduction actions in the workplace. A literature review was 
conducted on environmental sustainability, change leadership, and leadership qualities 
necessary to effect change.  
 
A survey was conducted among 13 participants using an interview schedule in the 
Gauteng, Western and Eastern Cape provinces of South Africa in both private and 
public organisations in various business sectors. Data was collected in 2013 over a 
four–month period by conducting face-to-face, telephonic and email interviews. The 
returned questionnaires were subjected to constant comparative, content and grounded 
theory analysis. Biographical profiles of the respondents and participating organisations 
were presented as case studies. Trustworthiness of the data was ascertained using 
data triangulation. Data was analysed in terms of the issues of environmental 
sustainability and change leadership. In-depth analyses were also conducted by means 
of provincial, business and employment sector comparisons. 
 
It was found that environmental sustainability was being addressed by the selected 
organisations, specifically relating to GHG emissions, energy and water saving actions. 
Change leaders should implement specific environmental sustainability strategies to 
iv 
 
assist in the reduction of global warming, create awareness, focus on employee 
involvement, report on their sustainability results and put and incentives in place to 
encourage environmental sustainability.  In order to effect such changes, change 
leaders need to set targets to measure their sustainability progress. Green campaigns 
should be conducted internally to educate employees on the effects of global warming, 
and externally to inform the public about their commitment to environmental 
sustainability and to advise the public on courses of actions to assist in the quest to 
reduce global warming. It would be advisable for organisations to appoint a specific 
environmental sustainability team to drive these efforts. 
 
It was found that in order to bring about such changes, certain qualities were needed by 
change leaders to enable them to act as a change agents. Associated change 
leadership styles were also addressed. Change leaders should be knowledgeable in 
order to effectively communicate the importance of environmental sustainability. They 
should adopt a blend of leadership styles to drive environmental sustainability 
depending on the extent of change actions planned. Organisations should identify, 
appoint and mentor female leaders as they have the nurturing qualities that could 
successfully drive environmental sustainability actions. Change leaders should also 
preferably be personally involved in environmental sustainability as their personal 
values together with their job role at top leadership level could contribute towards 
successful implementation of environmental sustainability actions in the workplace. 
 
The study has provided general guidelines on the environmental sustainability issues 
necessary to address global warming reduction as well as guidelines on the change 
leaders qualities necessary to drive environmental sustainability actions in the 
workplace.   
 
KEY WORDS: Change leadership, change agent, environmental sustainability, global 
warming   
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CHAPTER 1 
OVERVIEW OF THE STUDY 
 
1.1 INTRODUCTION  
Organisations today have begun to accept responsibility for addressing issues of 
ecological damage, environmental sustainability and social justice and in turn have 
become more self-regulated (Marshall 2007:165). Two major areas in which global 
warming has had an impact on business have been identified by Harrison 
(2009:281), namely at an operational and an economic or financial level. Scientific 
evidence gives society proof of the acceleration of global warming and its associated 
climate change which brings with it all kinds of challenges. Organisations are 
increasingly encouraged to improve their impact on the environment and this trend is 
continuing to accelerate (Olson 2009:4).  
 
Keys, Thomsen and Smith (2010:191) suggest that influential leaders have the ability 
to assess the impact of environmental issues on their organisations and influence 
groups within the organisation to reduce global warming. There is evidence to 
support the relationship between the organisation‟s corporate social responsibility 
(CSR) activities and its ability to attract and retain good employees, as younger 
employees now seek employees to work for organisations that pay attention to their 
stakeholders (Harvey, Bosco & Emanuele 2010:503). Furthermore, young people 
are more interested in joining organisations focusing on environmental and resource 
conservation. 
 
Braun (2010:246) states that organisations practicing CSR voluntarily decide to 
contribute to a better society and cleaner environment by integrating social and 
environmental concerns in their operations and interactions with stakeholders. 
Furthermore, regulatory compliance, competitive advantage, stakeholder pressures, 
ethical concerns, critical events and top management initiatives are motives for 
engaging in corporate environmental initiatives. 
 
The importance and awareness of the effects of global warming on the economy has 
become more evident and a topical issue in organisations as they interact with both 
consumers and employees. A key global challenge in the 21st century is how to 
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address climate change and reduce greenhouse gas emissions (United Nations 
2007). The King III report identifies social responsibility, which is the organisation 
commitment to appreciation of the social, environmental and economic communities 
in which it operates, as one of the seven primary characteristics of good governance 
(Hough, Thompson, Strickland & Gamble 2008:177-178). 
 
The benefits of being recognised as a green organisation are that it can improve the 
image (reputation and brand) of the business, lead to greater customer loyalty, 
improve the bottom line, attract better quality staff who will have a sense of pride as 
they operate in a healthier and more comfortable workplace, and improve the 
relationships with local communities. Striking the balance between managing a 
successful organisation and paying attention to environmental issues requires 
excellent leadership. (Chen 2011:384). In the next section some global warming 
reduction implementation actions are briefly outlined. 
 
1.2 GLOBAL WARMING  
South Africa has made significant progress with environmental management in the 
last decade by implementing laws and strategies that focus on sustainable 
development and environmental preservation (Engel 2008:1). Unfortunately, most 
organisations still do not recognise the need to pay attention to environmental 
issues. Organisations previously assumed that incorporating “green” into their 
business strategy would cost money. Now however, they realise that by ignoring the 
negative impacts imposed on the environment, it will cost them money in the future 
(Van der Zee 2008:6).   
 
Dallas (2008:9) outlines the goals of a green business as follows: to keep its 
environmental footprint small, reduce waste and re-use materials as much as 
possible, including using the scarce natural resources efficiently and effectively, 
while keeping the environment free from detrimental products. The current economic 
climate has contributed to organisations being more open-minded about being 
environmentally friendly, especially with regard to cost saving initiatives such as 
reducing packaging waste and recycling; using energy-saving devices or alternative 
energy sources such as solar or wind-generated power; reduce use of water through 
re-use; and efficient use of raw materials, especially scarce resources or choosing 
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alternative sources such as bio-fuels (Dimmer 2008:1). According to Harrison 
(2010:1), other effective ways to reduce carbon footprint and to generally reduce the 
negative impact on the environment are to: 
 Drive less as the transportation sector is the second largest contributor of 
carbon dioxide emissions into the atmosphere;  
 Consider investing in a hybrid or electric vehicle to help prevent further global 
warming;  
 Replace all the light bulbs with energy-efficient fluorescents that use fewer 
watts for the same amount of light; 
 Decrease air travel; 
 Buy fewer packaged materials to prevent further global warming;  
 Unplug electronic items when not in use, because they still take up energy;  
 Buy recycled paper products and recycle as much waste as possible; 
 Plant trees as this can be an effective step in countering this serious problem;  
 Have an energy audit done to identify problem areas and fix them; and 
 Use non-toxic cleaning products that are environmentally friendly.  
 
If an organisation takes into consideration environmental concerns by protecting the 
natural environment and still makes a profit, it is known as sustainable development 
(Hellriegel, Slocum, Jackson, Staude, Amos, Klopper, Louw & Oosthuizen 
2004:125). Corporate sustainability goes beyond environmental responsibility and 
requires systemic corporate cultural changes (Gao & Zhang 2006:724). Some 
organisations go beyond legal environmental compliance because of beliefs that 
they will benefit through cost reduction in terms of less waste, disposal and pollution. 
There is also a belief that when water and power usage is reduced it results in direct 
cost savings (Green Consultants 2009:1).   
 
1.3 CHANGE LEADERSHIP 
Leadership in today‟s 21st century has changed from earlier years (General review 
2010:23).  Good leadership is one of the key ingredients in any organisation; some 
would even argue that it is the key ingredient for managing an organisation.  Table 
1.1 depicts the four distinct levels needed for sustainable leadership to effectively 
function. 
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Table 1.1: Distinct levels of sustainable leadership 
Level Attributes 
Personal   Physical and psychological health in order to lead effectively  
Organisational  Identification of organisation‟s higher purpose and shaping of values to meet 
customers or employees values; 
 Recognition and enabling employees to have a role in identifying and shaping 
goals of the organisation 
Sociological  Impact on the wider community 
 Offering of internships and community projects 
 Being part of the community 
Ecological  Knowing how the organisation interacts with the world at a global level 
 Decreasing the carbon footprint 
 Decreasing emissions and switching to solar powered energy sources 
 
Adapted from: Casserley & Critchley (2010)  
 
For an organisation to sustain good leadership and reap the benefits thereof, some 
researchers suggest that leadership should embrace the need for sustainability and 
development and thus put people before profitability (General review 2011a:5).  
Today, most competitive models are based on the past rather than on the future and 
therefore do not meet current requirements. The model by Casserley and Critchley 
(2010) shows that to progress through the four levels, people-centred strategies 
need to be considered which involve developing new philosophies, organisational 
goals and ways of working. It was further suggested that since women in the 
organisation can be seen as key role players, this change needs to reflect in the 
hearts and minds of current leaders (General review 2011a:7).    
 
A transformational leadership style is needed in today‟s organisations to take 
morality into consideration which is needed for implementing global warming 
reduction actions, which raises the level of human conduct and ethical aspirations of 
both the leader and the led, and thus has a transforming effect (Pollitt 2005:36). A 
transformational leadership style requires establishing oneself as a role model by 
gaining followers‟ trust and confidence (Rosener 1990:121). However, the 
transformational leadership style is a challenge in organisations today as most 
organisations have short-term measures, such as cost-cutting and targets.   
 
In the next section the problem statement is highlighted. 
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1.4 PROBLEM STATEMENT 
Olson (2009:8) states that organisations today are learning to focus on improving 
efficiency to lower their environmental impact, which in turn improves business 
performance. The ability to address the risks related to global warming can lead to 
significant business value as environmental stewardship improves and results in 
differentiated products, more effective operations and a more sustainable world.  In 
sustainable organisations, managers incorporate environmental concerns into every 
strategic decision, revise policies and procedures to support sustainability efforts and 
measure their progress toward sustainability goals (Daft 2008:154).   
 
Leadership development progress needs to be seen as a catalyst to the 
achievement of future organisational change (Hayward 2011:29). One of the 
dilemmas facing organisations today is that, although leadership effectiveness is 
reflected in financial performance, it is problematic to sustain it over time.  
Leadership in an organisation need not only be successful today, but also tomorrow 
to be able to remain in control and flourish (Svensson & Wood 2006:531).  From 
experienced chief executive officers to new managers who have just stepped into 
supervisory roles, leadership is a perpetual concern for anyone who needs to 
motivate, guide and inspire. Leadership is often regarded as the single most critical 
factor in organisational success or failure (Timizi 2002:269).  
 
Communication skills and the ability to manage a diverse group of people, are critical 
skills for leading in rapidly changing environments (Furst & Reeves, 2008:372).  
Furthermore, leaders who communicate openly, demonstrate integrity and trust, and 
encourage participation should outperform those with a more traditional command-
and-control style of leadership. Emotional intelligence also plays an increasingly 
important role in an organisation where differences in technical skills are minimal in 
importance (Kleiner & Porterfield 2005:49). Another important issue in change 
leadership is the role of mentoring in the workplace. Kambil (2010:43) suggests that 
in order to assist the next generation of leaders, there is a tendency to move towards 
sponsorship rather than mentorship. Sponsorship is where the mentor goes beyond 
giving feedback and uses his or her influence with senior executives to advocate for 
the mentee (Ibarra, Carter & Silva 2010:83).  
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One of the top female chief executive officers at Kellogg Company in Michigan, 
United States of America, states that women bring diversity to a team which 
increases the organisation‟s perspectives and strengthens the team. This is evident 
in the FTSE 100 companies survey which indicates that diverse leadership teams 
lead to a better financial performance. Furthermore, it is suggested that women bring 
balance to a team which may result in exceptional team performance and in the end, 
benefit the organisation as a whole (Harris 2010:1). Women in organisations have 
made significant progress in recent years to top leadership positions due to new 
intrinsic leadership traits and a quickly changing corporate and social environment 
(Evans 2010:347). Women leaders have unique and essential ideas to offer in terms 
of how organisations are treating the planet (Clark 2010:1). Hill (2008:125) states 
that young talented women as leaders are under-utilised.  Marshall (2007:166) states 
that whether and how women are change agents and exercise power to shape 
discourses and practices of ecological sustainability is a question which needs to be 
addressed and suggests that CSR should become more gendered.    
 
In order for leadership to be sustained, there needs to be a move to focus on people, 
attitudes and engagements. The growing need for change in organisations has been 
widely acknowledged, but according to Higgs and Rowland (2005:121) up to 70 per 
cent of change initiatives fail. In addition, there is a growing realisation that change is 
a complex process, in particular with regards to environmental sustainability in the 
workplace. From the preceding statements it seems that corporate leaders, in 
particular females could perhaps be the change agents in the organisation.   
 
This led to the research in question, which is: 
Who should and can act as change agents to assist in reducing global warming 
through environmental sustainable workplace actions?  
 
The way leaders approach change affects the outcome thereof, depends on change 
leaders‟ qualities and the organisational working environment in which it operates. If 
change leaders do not engage employees in reducing the effects of global warming, 
it could be disastrous for people and the environment. Change leaders in 
organisations must therefore formulate and implement sustainable environmental 
strategies to assist in reducing global warming.  
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To address this problem, the research objectives are outlined in the next section. 
 
1.5 RESEARCH OBJECTIVES 
The primary research objective of this study is to investigate who should and can act 
as change leaders to assist in environmental sustainable global warming reduction in 
the workplace. In order to achieve the main objective of this study, the following 
secondary research objectives were identified: 
 To investigate which research paradigms, research methodologies, data 
collection methods and analysis are most appropriate to research the problem 
in question. This objective suggests that the correct overall research design 
needs to be determined;  
 To present an in-depth literature review of secondary sources indicating how 
environmental sustainability, including the effects of global warming, can be 
reduced in the workplace; 
 To present an in-depth literature review of secondary sources dealing with 
change leadership. 
 To obtain primary data to determine who can and should act as change agents 
for environmentally sustainable global warming reduction; 
 To obtain primary data to gauge how these change leaders or agents to assist 
in environmentally sustainable global warming reduction in the workplace; and 
 To discuss, draw conclusions and make recommendations on who should act 
as change leaders or agents and which actions they should engage in to 
encourage environmentally sustainable global warming reduction in the 
workplace. 
 
Based on the purpose of the proposed research and the research objectives, a few 
research questions present themselves. 
 Who should drive environmental sustainable global warming reduction actions 
in the workplace? 
 Is global warming reduction leadership in the workplace engendered, and if 
so, does gender play a role when selecting change agents to drive 
environmental sustainability reduction? 
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 Which roles should change leaders assume to drive environmental 
sustainable global warming reduction actions in the workplace? 
 Which leadership style is the most conducive for encouraging environmental 
sustainable global warming reduction actions in the workplace? 
 Which qualities are necessary to encourage environmental sustainable global 
warming reduction actions in the workplace? 
 Which environmental sustainable global warming reduction actions can 
change leaders implement in the workplace? 
 
In the next section the concepts used in this study are clarified. 
 
1.6 CLARIFICATION OF CONCEPTS 
With the focus of the research being on leadership, change leaders and the 
reduction of the effects of global warming, clear definitions of these terms are 
required. These definitions are presented below. 
 
1.6.1 Leadership 
Cox (2001:18) defines leadership as a behaviour that establishes a direction or a 
goal for change, vision, provides a sense of urgency and importance for the vision, 
facilitates the motivation of others and cultivates necessary conditions for action of 
the vision. Furthermore, leadership can be viewed as the most essential element of 
change, because without it, nothing happens.   
 
For the purpose of this study, leadership will be defined as the process whereby an 
individual in an organisation influences the interpretation of events and motivation of 
individuals in order to achieve objectives. This definition will also apply to female 
leadership. 
 
1.6.2 Change leaders 
A change leader can be defined as the person who impacts employees and the 
organisation through their self identification as a change agent, is courageous and 
outspoken, believe in people, is open to lifelong learning, has the ability to deal with 
complexity and uncertainty and has a powerful strategic vision (Cladwell 2003:286). 
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Furthermore, these change leaders are able to act as catalysts for change. Kotter 
(2011:1) indicates that the change leader is the person who is the driving force, 
possesses the vision and processes that fuel large-scale transformation. 
 
For the purpose of this study, change leaders will be defined as individuals who 
facilitate, are catalysts and champion the change process. 
 
1.6.3 Global warming 
The terms “global warming” and “climate change” are often used interchangeably.  
Global warming can be defined as the increase of the average temperature on earth 
due to human greenhouse gas emissions (Kunzemann & Lindinger 2010:1).  In a 
nutshell, global warming is the cause, climate change is the effect. White (2011:1) 
defines global warming as the increased temperature of all land, water and near-
surface air.  It must be noted that earth has warmed significantly since the mid-
twentieth century due to an increase in greenhouse gases that trap heat on the 
earth.  Humans caused global warming, and linkage of causes of climate change to 
environmental development policies will make organisations more sustainable 
(Banuri & Opschoor 2007:17).  
 
For the purpose of this study, global warming will be regarded as an increase in the 
average temperature of the earth due to human activities. 
 
1.6.4  Environmental sustainability 
Environmental sustainability is the ability to maintain the qualities that are valued in 
the physical environment (Sutton 2004:1). Environmental sustainability includes 
climate change, also referred to as global warming, which is an issue that needs to 
be urgently addressed as it influences the physical environment (Banuri & Opschoor 
2007:16).   
 
For the purpose of this study, environmental sustainability will be regarded as the 
ability to maintain the qualities that are valued in the physical environment which are 
affected by climate change and global warming. 
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In this section, the proposed research methodology is discussed. 
 
1.7 PROPOSED RESEARCH METHODOLOGY 
The primary research objective of this study is to investigate who should and can act 
as change leaders to assist in environmental sustainable global warming reduction in 
the workplace.  The study will follow an exploratory and descriptive approach.  The 
research design of the study is clearly indicated in the next sections. 
   
1.7.1 Research paradigm 
Two research paradigms exist, namely qualitative research and quantitative 
research. Qualitative research is used to explore and understand a central 
phenomenon while quantitative research aims to describe the trends or explain the 
relationships between variables. (Maree 2007:55). The qualitative paradigm will be 
used to investigate who should and can act as change leaders, their roles, qualities 
and leadership style, to assist in environmental sustainable global warming reduction 
in the workplace and what these actions entail. This study will also explore whether 
gender can play a role in driving environmental sustainable global warming reduction 
in the workplace.    
 
1.7.2 Sampling  
Collis and Hussey (2003:155) define a population as any defined set of people or 
collection of items that is under consideration.  Since it is often impossible to study 
the whole population, researchers use a sample to select research subjects who will 
represent the whole research population. It is thus important to draw a sample that 
would be valid to extrapolate the results to the entire population (Maree 2007:172).  
The criterion for inclusion in this sample is that the leaders being interviewed need to 
be actively involved in environmental sustainability issues in their workplace. An 
attempt is made to include different business sectors in the sample.   
 
The non-probability sampling method was used. This sampling method cannot 
generalise the findings (Maree 2007:172). In choosing the participants from the 
various organisations, a purposive sampling method was applied. This method was 
used because the sampling was done with a specific purpose in mind (Maree 
2007:178).  Snowball sampling was also used whereby participants taking part in the 
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study, assist in identifying other participants who would fit the criteria for inclusion in 
the study. Leaders on a managerial level from six different industries in the private 
and public sector were identified and interviewed to obtain information on the 
environmental sustainability issues, in particular global warming reductions actions.  
 
1.7.3 Data collection  
Both primary and secondary data were collected. An initial step in conducting the 
research was to undertake a comprehensive international and national literature 
search regarding change leadership and how the effects of global warming can be 
reduced in the workplace. A computer search through online databases such as 
SABINET, EBSCOHOST, Emerald and Google Scholar were conducted to obtain 
relevant scholarly articles. A parallel search was done at a national level, using an in-
depth library search and a detailed Internet search for relevant books, articles and 
other appropriate literature.  
 
Personal interviews are time-consuming, but may be the most appropriate for this 
type of research to generate a rich source of information. This method was utilised 
as the data collection method is flexible, allowing for the interviewer to meet the 
participants face-to-face and probe for deeper meaning, contacting them by 
telephone, cellular phone or via email to further acquire and confirm information 
obtained in the personal interviews (Maree 2007:87). 
 
A semi-structured interview schedule was used to obtain the empirical data.  The 
interview schedule contains four sections: 
 Section A contains open-ended questions relating to information about the focus 
areas of the global warming reduction initiatives, raising environmental 
awareness in the workplace, environmental sustainability strategies, and level of 
employee involvement and incentives; 
 Section B contains open-ended questions relating to information about the 
participants‟ personal involvement in global warming reduction activities, personal 
views on change leadership  styles needed to effect environmental sustainability 
strategies, change leadership qualities needed to reduce global warming in the 
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workplace, personal beliefs and influences needed to affect the intended change 
and the role of gender in change leadership;  
 Section C canvasses biographical data of the participants; and 
 Section D solicits background information of the participants‟ place of 
employment. 
 
In the next section, a brief overview of the data analysis procedure is provided. 
 
1.7.4 Data analysis 
Collis and Hussey (2003:17) state that the choice and methods of data analysis will 
depend on whether the data collected is qualitative or quantitative.  As this study is 
qualitative in nature, data is analysed using the constant comparative analysis 
method. Three to four follow-up interviews were required for the 13 participants who 
were in both the public and private sectors and differences between the participants, 
together with similarities, were noted. The biographical data obtained from 
participants was written up as cases. The use of unique case orientation is 
suggested by Patton (2002:40-41) who indicates that it allows for the details of each 
case to be captured correctly to ensure cross-case analysis. Grounded theory is a 
systematic inductive approach to developing theory (Quinlan 2011:427).  
The constant comparative method was used to analyse the findings of the 13 cases 
in the public and private sectors and to categorise them according to emerging 
themes and sub-themes. According to Glaser (2008:1), the constant comparative 
method is designed to aid the researcher who possesses abilities in generating a 
theory that is integrated, consistent, plausible and close to the data. As a result of 
this comparison, the environmental sustainable actions which change agents should 
engage in to reduce the effects of global warming in the workplace will be provided 
as well as the qualities these change agents need in order to affect the changes.  
 
1.7.5 Trustworthiness 
According to Fenton and Mazulewicz (2008:1) in qualitative research, four issues of 
trustworthiness demand attention, namely credibility, transferability, dependability, 
and confirmability. In this study, these assumptions will apply and a more detailed 
discussion thereof will be presented in Chapter 2. 
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 In the next section, the significance of the study will be highlighted. 
 
1.8 SIGNIFICANCE OF THIS STUDY 
Concern about the environment has spread into the corporate world. Organisations 
are thus encouraged to align their business strategies with environmental 
commitment.  The role which leaders play in an organisation is becoming more 
prominent and it is anticipated that they can act as change agents for environment 
preservation if they possess the desired qualities.  If all organisations implement 
environmental sustainable global warming reduction actions, the environment could 
be preserved for future generations. Organisations implementing environmental 
sustainable global warming reduction actions in the workplace could also appear as 
more attractive employers, and for current employees, these actions may even 
ensure employee retention. It is thus important to establish who should act as 
change leaders in the workplace and the actions that they can implement in 
organisations to reduce the effects of global warming. 
 
In the next section, the scope of the research is outlined. 
 
1.9 SCOPE AND DELIMITATION OF THE RESEARCH 
In terms of the proposed research, the primary objective focuses on who can act as 
change agents to drive environmental sustainable global warming reduction in the 
workplace. The leaders participating in the study were in a leadership position and 
involved in or knowledgeable about environmental sustainability actions. The study 
took place in three provinces in South Africa, namely Western and Eastern Cape, 
and Gauteng. Gauteng was chosen because it has the highest population with a 
large mining sector and is where most head offices of major industries are situated. 
The Western Cape was chosen for its finance and insurance industries as well as 
those of fishing and wine. The Eastern Cape was chosen for its high population as 
well as development strategy for job creation specifically focusing on renewables 
and the green industries and motor cluster industry (South African Government 
Information 2012). 
 
The ethical considerations of the research study are next highlighted. 
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1.10 ETHICAL CONSIDERATIONS 
The researcher has made a conscious effort to ensure that ethical standards were 
adhered to by obtaining consent from the NMMU ethics committee to conduct the 
interviews; obtaining the participants‟ permission prior to the interviews taking place; 
ensuring transparency and truthfulness with all participants throughout the study; 
ensuring that all information sourced during the research was kept confidential; and 
ensuring that data analysis was anonymous. 
  
Next previous research on this topic will be elaborated on. 
 
1.11 PRIOR RESEARCH 
In terms of decreasing the effects of global warming, scientific evidence shows the 
acceleration of global warming and the associated climate change which brings 
about many challenges for organisations.  Organisations are now urged to increase 
their environmental sustainability actions to reduce the negative environmental 
consequences of this phenomenon and to contribute to a reduction of global 
warming.  To reduce global warming requires human intervention and therefore may 
require a change leader to drive the process and activities in the organisation.  It is 
foreseen that in the future, organisations will be even more encouraged to 
implementation environmental preservation actions to reduce global warming. (Olson 
2009:4). 
 
The research by Kleiner and Poterfield (2005) is noteworthy because they 
investigated a new era for women and leadership. This research highlights the 
possibility that women leaders may possess a greater emotional intelligence in 
addition to the probability of leaning toward transformational leadership.  It also 
indicates they possess the qualities needed to act as change leaders in the 
workplace. 
 
Limited research is available which focuses specifically on leaders as change agents 
to drive environmental sustainable global warming reduction actions in the 
workplace. Most studies either focus on leadership, women leadership or global 
warming reduction. 
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1.12 PROPOSED STRUCTURE OF THE RESEARCH 
The study comprises the following eight chapters: 
 Chapter 1 provides an overview of the study; 
 Chapter 2 describes the methodology followed in the study; 
 Chapter 3 provides a theoretical study of environmental sustainability; 
 Chapter 4 presents a theoretical study of change leadership; 
 Chapter 5 provides a theoretical study of change leadership qualities; 
 Chapter 6 presents the biographical profile of the participants in the study;  
 Chapter 7 presents the empirical results of the environmental sustainability 
leadership actions of participating organisations; and 
 Chapter 8 summarises and concludes the study and provides some 
recommendations and guidelines for organisations concerning who should drive 
environmental sustainability, focusing on environmental sustainable global 
warming reduction in the workplace and the actions that can be implemented in 
the workplace to address this. 
 
In the next chapter, the detailed methodology followed in the study is presented. 
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CHAPTER 2 
RESEARCH DESIGN AND METHODOLOGY 
 
2.1  INTRODUCTION 
In Chapter 1, an overview of the study was presented with a brief background to 
global warming and change leadership. Thereafter the problem under investigation 
was introduced. The research questions to address the problem statement were 
summarised and the key concepts in the study were defined. The objectives of the 
study were highlighted and the proposed research methodology was presented. The 
significance of this study was highlighted, together with the required ethical 
considerations to be monitored during the research study. Prior research was 
presented on both global warming in terms of environmental sustainability and the 
importance of human intervention. 
 
Research design is defined as the plan of enquiry that puts various paradigms of 
interpretation into motion (Bogdan, Knopp & Biklen 2006:54). This chapter begins 
with a discussion of research design and will compare the two main research 
paradigms, explaining why the qualitative paradigm was chosen for this study. In the 
next section of this chapter, the adopted research methodology will be presented.  
 
The population and sample will be highlighted, followed by an explanation of the 
primary and secondary data collection methods employed. Primary research 
collection includes a comprehensive description of the instrument used during the 
empirical investigation. The data analysis methods are described, followed by a 
discussion of how trustworthiness was ensured in the study.  
 
2.2 RESEARCH METHODOLOGY 
Research methodology refers to the logic behind research methods and techniques 
(Welman, Kruger & Mitchell 2005:2). Quinlan (2011:177) states that research 
methodology involves how the research was conducted and what the philosophical 
assumptions underpinning the research were. Methodology refers to the overall 
approach or the process of the research conducted (Collis & Hussey 2003:55). 
Another definition provided by Leedy (1989:75) is that methodology is merely an 
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operational framework within which facts are placed so as to give their meaning a 
clearer picture. 
 
In the next section, the research paradigms and approaches will be explained, 
beginning with research paradigms. 
 
2.2.1 Research paradigms  
Terreblanche and Durrheim (1999:6) propose that research paradigms are broad 
systems of interrelated practice and thinking that define for researchers the nature of 
their enquiry along three dimensions, namely: 
 Ontology  which is the nature of the reality that is to be studied, and what can be 
known about it, 
 Epistemology which specifies the nature of the relationship between the 
researcher (knower) and what can be known; and  
 Methodology which specifies how the researcher may go about practically 
studying whatever he or she believes can be known. 
 
According to Maree (2007:55), there are two research paradigms which exist, 
namely qualitative research and quantitative research.  Qualitative research is used 
to explore and understand a central phenomenon while quantitative research aims to 
describe the trends or explain the relationships between variables.   
 
According to Zikmund (2003:52-58) there are three approaches within these two 
paradigms, namely the exploratory, descriptive and correlation (causal) research 
approaches. The utilisation of these three types of research is dependent on the 
researcher‟s level of uncertainty in respect of the nature of the research problem as 
well as the research questions that need to be answered. Where there is no prior 
knowledge and uncertainty is great, exploratory research will be embarked upon.   
 
Exploratory research is initial research which is conducted to clarify and define the 
nature of the problem in the research (Wrenn, Steven & Loudon 2007:34) 
Furthermore, exploratory research is conducted in anticipation of further research to 
be able to provide conclusive evidence (Zikmund 2003:55). Descriptive research is 
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used when the researcher has some previous knowledge regarding the nature of the 
problem. It is used to determine the answers to “when, where, how and who” 
questions (Zikmund 2003:52–58). Kumar (2005:10) notes that the main purpose of 
descriptive research is to describe what is dominant with regard to the problem in the 
study. Correlation research is used when the researcher tries to establish cause-
and-effect relationships among the variables in the study where the research 
problem is clearly defined (Zikmund 2003:52–58). This is echoed by Kumar (2005:1) 
who confirms that causal research emphasises a relationship or interdependence 
amongst the variables.  
 
According to Wren et al. (2007:33), the researcher may initially use the exploratory 
approach, then use the descriptive approach and then return to the exploratory 
approach. In the next section, the two research paradigms will be discussed in more 
detail. 
 
2.2.1.1 Quantitative research 
The quantitative research paradigm is based on positivism, which means that 
knowledge can be revealed or discovered through the use of a scientific method. 
Discovered knowledge enables researchers to provide possible explanations of the 
causes of what happens in the world (Maree 2007:55).  Positivists aim at uncovering 
general laws of relationships and causality that apply to all people at all times 
(Welman & Kruger 1999:189).  Maree (2007:145) describes quantitative research as 
a process that is systematic and objective, using numerical data from only one 
selected subgroup of a universe (population) and generalising these findings to the 
universe being studied.  
 
The purpose of quantitative research according to Welman et al. (2005:9) is to 
evaluate objective data, which is number-based. Thomas (2003:1) suggests that the 
quantitative method focuses on measurement of characteristics displayed by 
individuals and events in a study. Quantitative research according to Hittleman and 
Simon (1997:31) makes use of questionnaires, surveys and experiments to gather 
data which is then revised and tabulated in numbers, allowing it to be characterised 
using statistical analysis. Furthermore, quantitative researchers measure variables 
on a sample of subjects, and express a relationship between variables using 
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statistics such as correlations, relative frequencies or differences in means, with a 
focus on the testing of theory. 
 
2.2.1.2 Qualitative research 
The qualitative research paradigm is based on interpretivism (the phenomenological 
approach). This paradigm attempts to offer a particular perspective on a situation 
and to analyse it to provide insight into the way in which a particular group of people 
make sense of their situation or the phenomena they encounter (Maree 2007:60). 
Furthermore, qualitative research as a research methodology is primarily focused on 
understanding the processes and the social and cultural contexts which underlie 
various patterns of behaviour. It mostly attempts to explore the “why” questions of 
research. The emphasis is on the depth and quality of the information (Maree 
2007:51). Collis and Hussey (2003:52) indicate that a phenomenological (qualitative) 
paradigm‟s focus is subjectively on the understanding and meaning of phenomena. 
Thomas (2003:1) comments that qualitative research involves the researcher 
describing characteristics, people and events without comparing theses events in 
terms of measurements or amounts.  
In the next section, the differences between qualitative and quantitative will be 
presented. 
2.2.1.3 Differences between qualitative and quantitative 
The differences between quantitative and qualitative research paradigms are 
outlined in Table 2.1. 
 
Table 2.1: Differences between qualitative and quantitative research 
Quantitative Research Qualitative Research 
Test hypotheses born from theory Generates understanding from patterns 
Generalises from a sample to the population Applies ideas across contexts 
Focuses on control to establish cause or permit 
prediction 
Focuses on interpreting and understanding a 
social construction of meaning in  natural setting 
Favours parsimony and seeks a single truth Attends to accurate description of process via 
words, texts and observations 
Conducts analysis that yields a significance 
level 
Conducts analysis that seeks insight and 
metaphor 
Faces statistical complexity Cases conceptual complex 
Conducts analysis after data collecting Conducts analysis along with data collection 
Favours the laboratory Favours fieldwork 
Uses instruments with psychometric properties Relies on researchers who have become skilled 
in observing, recoding and coding 
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Quantitative Research Qualitative Research 
Generates a report that follows a standardised 
format 
Generates a report of findings  that include 
expressive language and a personal voice 
Uses statistical scales as data Uses text as data 
Favours standardised tests and instruments that 
measure constructs  
Favours interviews, observation and documents 
Performs data analyses in a prescribed, 
standardised, linear fashion 
Performs data analysis in creative, nonlinear, 
holistic fashion 
Uses reliable and valid data Uses trustworthy, credible coherent data 
 
Source: Suter (2012:347-348) 
 
As can be seen in Table 2.1, there are many differences between qualitative and 
quantitative research. Qualitative research operates in the natural setting (where the 
subject is based), and generates understanding from patterns. Quantitative methods 
are more focused on statistical procedures to generalise a sample to the population. 
 
2.2.1.4 Research paradigm and approaches chosen for the study 
The qualitative paradigm has been chosen for the study as it explores the social 
contexts which underlie participants‟ (change leaders‟) behaviour with regard to 
environmental sustainability, in particular global warming reduction. The emphasis is 
on acquiring quality, in-depth information.  The qualitative paradigm will be utilised to 
explore environmental sustainability issues such as focus areas of the global 
warming reduction initiatives, how participating organisations raise environmental 
awareness, their environmental sustainability strategies and level of sustainability 
reporting and employee involvement as well as whether they provide incentives for 
their employees to reduce global warming effects. The study will also identify who 
should and can act as change leaders, and describe the roles, qualities, skills and 
leadership styles necessary to increase environmental sustainability by reducing 
global warming effects in the workplace.  This study will also explore whether gender 
plays a role in driving global warming reduction in the workplace.    
 
2.2.2 Population and sample 
Collis and Hussey (2003:155) describe a population as any defined set of people or 
collection of items that is under consideration.  A population refers to groups, 
objects, subjects, phenomena cases, events and activities which the researcher 
wishes to research in order to establish new knowledge (Brynard & Hanekom 
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2006:54). In order to establish a research sample, researchers need to define the 
population. In this study, the population comprises organisations which operate in 
South Africa and are involved in environmental sustainability. 
 
2.2.2.1 Sampling 
Since it is often impossible to study the whole population, researchers use a sample 
to select research subjects who will represent the whole research population. It is 
thus important to draw a sample that would be valid to extrapolate the results to the 
entire population (Maree 2007:172).  Babbie and Mouton (2008:166) state that there 
are two main types of sampling techniques, namely probability sampling (where a 
random sample is selected from a population) and non-probability sampling. The 
latter is used when a sample is not randomly selected and relies on other techniques 
for sample selection, namely purposive or judgemental sampling, snowball sampling, 
and quota sampling.  This is supported by Walliman (2005:276-279) who similarly 
refers to two types of sampling, namely probability sampling and non-probability 
sampling.  
 
In probability sampling, the units in a population all have an equal and independent 
opportunity to be selected (Zikmund 2003:71). Both Kumar (2005:177-178) and 
Zikmund (2003:71) state that in non-probability sampling (also referred to as 
purposive or theoretical sampling), the sample selection is based on set 
considerations or personal judgement.  Zikmund (2003:381) explains that the sample 
chosen needs to be based on certain characteristics that each member of the 
population must possess.  In cases where the researcher has knowledge of the 
characteristics of the population being studied and where it is almost impossible to 
enumerate the whole population, a purposive and judgemental sampling procedure 
is suitable (Babbie & Mouton 2008:166).  The benefit of purposive sample according 
to Patton (2002:230) is that any trends which emerge with great variation are 
valuable to the researcher, because they capture the core experience and shared 
dimensions in a setting or of a phenomenon. 
 
The non-probability purposive sampling method was followed in this study.  The non-
probability sampling method cannot generalise the findings (Maree 2007:172). In 
choosing the participants from various organisations, a purposive sampling method 
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was applied.  This method was used because the sampling was done with a specific 
purpose in mind (Maree 2007:178).  The researcher identified participants by using 
an Internet search on sustainability organisations in various business and 
employment sectors. As a member of Linkedln, further possible participants were 
identified. Snowball sampling was also used whereby participants in the study 
assisted in identifying other participants who would fit the criteria for inclusion in the 
study.   
 
The criteria for inclusion in the sample was that the environmental sustainability 
leaders being interviewed were on a senior environmental management level 
actively involved in environmental sustainability issues within their workplace. An 
attempt was made to include different business and employment sectors in the 
sample. A sample was drawn from organisations which operated in both private and 
public sectors in Gauteng, the Western Cape and the Eastern Cape in South Africa. 
The reasons for choosing these provinces were indicated in section 1.9 of Chapter 1. 
 
Table 2.2: Summary of sample chosen 
Province Sector 
Gender 
Male Female 
Gauteng Mining 
2 2 
Audit and advisory 
Retail 
Retail 
Western Cape 
 
Financial services 
2 3 
Retail 
Local government 
Education 
Education 
Eastern Cape Manufacturing 
1 3 
Manufacturing 
Financial services 
Local government 
 
Source: Own construct (2013) 
 
It was ensured that participants were leaders with a management position from six 
different industries in both the private and public sectors within the three selected 
provinces. These participants had to be involved in environmental sustainability in 
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their organisations. A total of 13 such leaders were willing to participate. Two of the 
initial participants had time constraints and requested permission to be replaced with 
a senior employee from their team. Because of the qualitative nature of this study, a 
small sample of 13 participants was chosen. Qualitative samples are usually small in 
size according to Ritchie and Lewis (2003:83-85) because: 
 If data is properly analysed, there will come a point where very little new evidence 
is obtained from each additional fieldwork unit. As a result, a point of diminishing 
return will be reached where increasing the sample size no longer contributes 
new evidence; 
 Statements on incidence or prevalence are not the concern of qualitative 
research and therefore no requirement to ensure that the sample is of sufficient 
scale to provide estimates, or to determine statistically significant discriminatory 
variables; and  
 The type of information that qualitative studies yield is rich in detail. 
In order to adhere to the confidentiality and anonymity guaranteed to the 13 
participants in this study, the organisations in which they operate are not named and 
are instead referred to as Case A, Case B and so forth. Similarly, the participants 
interviewed with hierarchical standing are referred to as Mr A, Ms B and so forth. 
 
In the next section, the data collection processes will be discussed in more detail. 
 
2.2.3 Data collection 
Quinlan (2011:242) indicates that primary data is data that is directly observed or 
gathered by the researcher engaged in the research project, while secondary data is 
data which already exists and has been created from primary data. Both primary and 
secondary data were collected for the current study. In the following sections the 
data collection will be elaborated on, specifically considering secondary and primary 
research. 
 
2.2.3.1 Secondary data collection 
Secondary research is based on the findings of other people's research, which 
involves the gathering of the results of others‟ research from books, reports or the 
Internet (New South Wales Government 2013:1). Furthermore, secondary research 
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allows for evidence to be gathered supporting conclusions made by the researcher. 
Nachmias and Nachmias (2008:8) state that secondary research is defined as the 
collection, analysis and interpretation of existing research, and it becomes a platform 
to compile a literature review, which enhances the ability of the study to attain the 
research objectives and address the research question. 
In this study, secondary research provided a good foundation from which the primary 
research could be conducted. A computer search through online databases such as 
SABINET, EBSCOHOST, Emerald and Google Scholar were conducted to obtain 
relevant scholarly articles. A parallel search was done at a national level, through an 
in-depth library search and a detailed Internet search for relevant books, articles and 
other appropriate literature. 
 
The secondary research which is elaborated on in Chapter 3 of this study, provides a 
theoretical overview of environmental sustainability. Chapter 4 provides information 
on change leadership and the creation of an enabling working environment, while  
Chapter 5 discusses change leadership qualities which enable leaders to be 
effective in implementing change processes effectively and efficiently. From the 
secondary research conducted in this study, it became apparent that there is limited 
empirical research available on change leadership and environmental sustainability, 
in particular on driving global warming reduction initiatives in the workplace. 
 
2.2.3.2 Primary research 
Driscoll (2011:154) states that primary research occurs when researchers develop 
research questions or hypotheses and collect data on events, objects, or people. 
This data is measurable, observable, and replicable. Furthermore, the goal of 
conducting primary research is to discover new facts which can be confirmed by 
others and to eliminate the researcher‟s biases in the process. As this is a qualitative 
study, the following section will elaborate on qualitative data collections methods.   
 
a) Qualitative data collection methods  
Struwig and Stead (2013:102-105) state that there are many methods of data 
collection for qualitative research, but identify four main methods, which are: 
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 Open-ended interviews which are conducted in person where individuals are 
given the opportunity to discuss the question posed by the researcher; 
 Focus group interviews which use group interaction to generate data; 
 Observation which is the situation where the researcher records his or her 
observations; and 
 Unobtrusive measures which include the examination of archival sources, 
documents and material culture. This does not involve direct contact with 
individuals. 
 
These methods have also been discussed by other researchers as can be seen in 
Table 2.3 which highlights the advantages and disadvantages of each collection 
technique. 
 
Table 2.3: Advantages and disadvantages of qualitative data collection 
methods 
Data collection methods Advantages Disadvantages 
Open-ended interviews  In-depth and obtains detailed 
opinions of participant 
 Valuable words and phrases 
used by participants 
interviewed 
 Difficult for interviewer to find 
patterns or common themes 
 Interviewer bias may influence 
responses 
Focus group interviews  Safe participant environment 
to talk and share 
 Allow for topic to be explored 
 Synergy 
 Reluctance from participants to 
share 
 Must be a skilled facilitator in the 
art of free discussion without 
bias in leading the discussion 
 May be rarely representative of 
sample 
Observation  Trends and patterns in 
behaviour are carefully 
identified 
 Unobtrusive and data is 
passively collected 
 Not always reliable 
 Attitudes, opinions and 
motivations cannot be observed 
Unobtrusive measures  Provide information on 
attitudes and beliefs 
 Valid information 
 Interpretation difficult 
 Vague definition of key concepts 
 
Adapted from: Welman & Kruger (2001:181); Struwig & Stead (2013:102-105);    
  Zikmund (2003: 69; 117-18; 333)  
 
Based on the information contained in Table 2.3, open-ended interviews were 
utilised to obtain the primary data.  Personal interviews are time-consuming, but may 
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be the most appropriate for this type of survey to generate a rich source of 
information. This method was utilised as the data collection method is flexible, 
allowing for the interviewer to meet the participants face-to-face and probe for 
deeper meaning, and to contact them by telephone, cellular phone or via email to 
further acquire and confirm information obtained in the personal interviews (Maree 
2007:87).   
According to Zikmund (2003:65-69), primary data collection methods can include: 
 Surveys which are conducted in person, telephonically or where the participant 
completes a questionnaire;  
 Experiments which provide the best possibility of establishing whether cause-
and-effect relationships exist; and  
 Observation which is the situation where the interviewer records his or her 
observations.  
 
In this study, the survey method was used.  Surveys according to Struwig and Stead 
(2013:90-92) include: 
 Personal surveys which are time-consuming and costly if for a large sample; 
 Telephone surveys which are advantageous in terms of speed; and  
 Mail surveys which are time-efficient. 
 
Data was collected using face-to-face and telephonic (or email) interviews. The 
benefits and some challenges of the telephonic and face-to-face interviews are 
summarised in Table 2.4. 
 
Table 2.4: Comparison of telephonic and face-to-face interviews  
Context of comparison Telephonic Face-to-face interviews 
Geographic inclusivity  Able to include participants from 
virtually all geographic regions 
Restricted to audience 
(participant) in immediate 
location  
Access to hard-to-reach 
respondent groups 
Possible to obtain data from 
participants who would not 
otherwise have their views 
represented 
More difficult to obtain data 
Cost Make it possible to collect 
relatively inexpensive data, 
economic use of resources 
 
Expensive (includes travel) and 
requires uneconomic use of 
human resources 
Trust building and sensitive 
information 
Suggests anonymity and 
privacy more sensitive 
information 
Trust is more difficult to 
establish 
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Context of comparison Telephonic Face-to-face interviews 
More focused exchange Information exchange without 
distraction  
 
Endangers motivation and 
concentration 
 
Potential for clarifying 
information with participant 
Procedure may be rushed and 
thus not allow for ample time to 
clarify questions  
Platform for clarifying 
information being 
communicated  
Potential for anonymity and 
spontaneity  
Afford participants more 
anonymity and they may be 
more open to respond 
spontaneously  
Participants may feel exposed 
or intimidated due to physical 
presence of interviewer  
Exchange limited to verbal and 
paralinguistic signals 
Less interviewer bias, fewer 
distractions and the power 
imbalance is “invisible” 
Fewer cues for understanding 
of information presented; more 
control over conversation and 
more focused communication 
 
Adapted from: Knox & Burkard (2009:3-5); Sturges & Hanrahan (2004:108-109);   
  Vogl (2013:142) 
 
Table 2.4 indicates that there are many differences between and advantages in both 
telephonic and face-to-face interviews. Face-to-face interviews allow for the 
observation of verbal and nonverbal data such as facial expressions or gestures. 
Furthermore, face-to-face interviews allow the participant and researcher to build 
trust and rapport, since being in the same space allows the participant to freely share 
his or her experiences and viewpoints. Another advantage of face-to-face interviews 
is that they assist the researcher in having more participants involved. This allows for 
clarity of information, as opposed to telephonic interviews where the participants may 
drop out. 
 
The participants in this study were first telephonically approached in cases where 
contact details were available on their organisation‟s website. Knox and Burkard 
(2009:3) mention that telephonic interviews allow interviewers to include participants 
from virtually any geographic region, and are a more efficient and economical way to 
capture the experiences of non-local participants. Those participants who had no 
telephone contact details were contacted via email.  
 
Driscoll (2011:165) indicates that researchers may also choose to do an email 
interview, where questions are posed and the participant is asked to respond.  
However, the disadvantage of email is that potential participants may ignore the 
interview due to the high volume of emails which individuals receive (Driscoll 
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2011:168).  In the current study, an email was sent to participants which explained 
the purpose of the study in a covering letter confirming confidentiality and anonymity. 
Once permission for participation was obtained and the participants‟ management 
status verified via the organisational website, the interview schedule was emailed.  A 
return date was indicated and the participants were made aware that follow-up 
telephonic or email interviews may be required. Sending interview schedules via 
email assisted in simplifying the interview process, as all participants had a copy of 
the interview schedule prior to the telephonic or face-to-face interviews.  It also 
assisted in the follow-up to the interviews where it was necessary to clarify issues 
emerging from the data analysis as the participants could access their interview 
schedules and clarify their meaning. 
  
Two of four participants in the Eastern Cape were interviewed face-to-face, due to 
their close proximity to the researcher, while the remainder were interviewed by 
telephone.  In Gauteng, three of the four participants were interviewed telephonically, 
and one via email.  In the Western Cape, three of five participants were interviewed 
via telephone and two via email.  When issues were raised by one participant, these 
were explored further by contacting the other participants to obtain their views on 
these issues. 
 
2.2.3.3 Measuring instrument 
Collis and Hussey (2003:161-162) list four different measurement scales used in 
quantitative research, namely nominal, ordinal, interval, and ratio scales. Table 2.5 
offers a brief description of each of these scales. 
 
Table 2.5: Measurement scales description 
Measurement scale Description  
Nominal Classifies data based on numbers or letters 
Ordinal Classifies data based on numbers and letters and data is arranged based on 
order 
Interval Has the characteristics of nominal and ordinal, but data is also arranged in 
intervals 
Ratio Most precise mathematical number system, to which statistics can be applied 
 
Adapted from: Collis & Hussey (2003:161-162) 
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Only the biographical data of the participants and their employers were explored 
using nominal scale data. According to Struwig and Stead (2001:98), qualitative 
studies utilise structured or unstructured interviews. Table 2.6 illustrates the 
differences between unstructured and structured interviews.  
 
Table 2.6: Structured and unstructured interviews 
Type of interview Advantages Disadvantages 
Structured  Attention focused on a given issue 
 Detailed information is gained on 
the issue discussed 
 Insight into declarative knowledge 
used in proved hypotheses 
 General rules and problem-solving 
strategies can be uncovered 
 Full understanding of the issue 
is needed to direct the interview 
 Concepts not contained in the 
interview focus may not be 
found 
 May provide weak insight into 
procedural knowledge 
Unstructured   Probe complex issues 
 General understanding of problem 
is provided when very little is known 
about it 
 Important issues are uncovered that 
eventually can guide future inquiries 
 Insight into problem-solving 
methods is provided 
 Time consuming 
 Attention not focused on a given 
issue 
 Very little factual information is 
provided 
 Less detail is provided in 
general concepts 
 
Source: Klenke (2008:125-126) 
 
For this study, a semi-structured research instrument, namely an interview schedule 
containing semi-structured open-ended questions, was compiled. According to 
Boeije (2010:69), using an interview schedule during the interview process has many 
benefits, two of which have relevance for the study at hand: 
 It is a reminder of the key questions that need to be asked; and 
 It focuses on which data to collect. It is easy to get sidetracked, which might 
otherwise lead to missing data or unnecessary information. 
 
The interview schedule explores various environmental sustainability and change 
agent issues.  Bufkin (2006:4-5) is of the view that open-ended questions allow the 
researcher to generate hypotheses from analysing the collected data from many 
sources. Close-ended questions expose all participants to the same response 
categories (Johnson & Christensen 2012:170). 
 
The semi-structured interview schedule had four sections: 
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 Section A contained open-ended questions relating to environmental 
sustainability about the focus areas of global warming reduction initiatives, rais 
Effects and impact of global warming ing environmental awareness in the 
workplace, environmental sustainability strategies, environmental sustainability 
reporting and level of employee involvement and incentives; 
 Section B contained open-ended questions relating to change leaders, including 
the participants‟ personal involvement in global warming reduction activities, 
personal views on change leadership styles needed for environmental 
sustainability strategies, change leadership qualities needed to reduce global 
warming in the workplace, personal beliefs and influences needed in order to 
effect the intended change and the role of gender in change leadership; 
 Section C canvassed biographical data of the participants through the use of 
close-ended nominal scaled questions; and 
 Section D solicited background information regarding the participants‟ place of 
employment through the use of close-ended nominal scaled questions. 
 
In the next section the data analysis process will be discussed in more detail. 
 
2.2.4 Data analysis 
Collis and Hussey (2003:17) state that the choice and methods of data analysis will 
depend on whether the data collected is qualitative or quantitative.   Qualitative data 
analysis involves the identification, examination, and interpretation of patterns and 
themes in textual data and determines how these patterns and themes help answer 
the research questions at hand (The Pell Institute and pathways to college network 
2013:1). Quinlan (2011:420) indicates that one of the main functions of qualitative 
data analysis is to develop as “thick” or “rich” and as complete an account of the 
phenomenon as possible being investigated. 
 
Streubert and Carpenter (2003:70) propose that data analysis is done to preserve 
the uniqueness of each participant‟s lived experience, while permitting an 
understanding of the phenomenon being researched.  There are various steps in the 
data analysis process as illustrated in Figure 2.1.  
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Figure 2.1: Data analysis process 
 
Adapted from: The Pell Institute and pathways to college network (2013:1) 
 
Figure 2.1 illustrates in the data analysis process. There are various steps which the 
researcher needs to follow. Once the researcher has collected the information, he or 
she needs to become familiarised with the data. The next step in the process is to 
reduce the data and identify themes and patterns which are evident from the 
information which has been gathered. Themes that are identified need to be coded 
and interpreted into meaningful information. Once these themes have been 
Process and record data immediately 
•Critical to process the information and record detailed 
notes 
Begin analysing as data is being collected 
•Begin reviewing data 
•Mentally processing it for themes or patterns as they 
appear in subsequent data you collect.  
Data reduction 
• Identify and focus in on what is meaningful  
•Reducing and transforming raw data 
• Identify themes and patterns 
Identify meaningful patterns and themes 
•Coding the data for certain words or content  
• Identifying data patterns  
• Interpretation of data into meaning 
Data display and draw conclusion 
•Once themes are identified, data need to be presented in  
graphs, figures and tables 
•Determine how findings help answer the research 
question(s)  
•Draw conclusions and recommendations from findings  
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identified, they need to be illustrated in tables and figures for interpretation. Drawing 
conclusions and verification are the final steps in qualitative data analysis process. 
The researcher followed these steps which are discussed in sections 2.2.4.1 to 
2.2.4.6. 
 
There are a number of data analysis strategies, which are highlighted by various 
authors (Patton 2002:40-41; Ritchie & Lewis 2003:7,210; Zikmund 2003:116) and 
which were utilised in this qualitative study. They are as follows: 
 Unique case orientation which understands the uniqueness of each case. The 
researcher ensures that the details of the individual cases are accurately 
captured during first-level analysis, so that in the second cross-case analysis, the 
quality is good, as it is dependent on the quality of the individual case. 
Furthermore case studies investigate an entire organisation or entity in depth and 
attention to detail can be given. Each of the participating organisations were 
written up as an individual case indicating the participant‟s biographical profile 
and that of the employer; 
 Inductive analysis and creative synthesis which pays attention to details. This 
may lead to discovering interrelationships or patterns, firstly by exploring the 
data, then by confirming the data, and lastly by embarking on a creative 
amalgamation of data. Furthermore, it is important that the synthesis is captured, 
partly to ensure that it can always be checked back against the original material 
but also to have a record of the conceptualisation or interpretation that is taking 
place. Data was analysed in terms of the themes according to the open-ended 
questions as well as sub-themes that emerged from the results of interviews; 
 Holistic perspective where the research problem is understood as being 
complex. The focus is given to the interdependencies and system dynamics 
which cannot be significantly reduced to variables and clearly defined cause-
effect relationships. A holistic perspective allows for understanding of the 
research participants' views and actions overall. Data was analysed further by 
taking the initial findings in the themes and analysing them into sub-themes which 
emerged. This was done from a provincial, employment and business sector 
perspective; and  
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 Context sensitivity where findings are placed in historical, social and 
chronological context. The emphasis is on careful comparative case analysis and 
determining patterns. Careful attention was paid to the data to ensure that links 
were made to the provinces and sectors in which they operated as well as to the 
participants‟ gender and positions in their organisations. 
  
In the following section, the first step in the data analysis procedure as shown in 
Figure 2.1 will be described, namely coding of data. 
 
2.2.4.1 Coding of data 
After the collection of all the completed interview schedules and supporting 
documents, the researcher retyped the data using the exact words and language as 
documented. After the telephonic and face-to-face interviews, the researcher 
emailed the participants to confirm whether the information recorded was accurate 
and correct, in case any information had been omitted from the interview. The 
transcripts were divided into their respective provinces and assigned a letter from the 
alphabet to ensure that the participants could not be identified. Participants were 
then referred to using the assigned letter: for example, Mr A from Case A. This 
information was then analysed using the case study, grounded theory and 
comparative analysis method. Triangulation was used by referring to information on 
the organisation‟s websites to confirm information which had been provided during 
the interviews. 
 
2.2.4.2 Unique case orientation 
The use of unique case orientation is suggested by Patton (2002:40-41) who asserts 
that it allows for the details of each case to be captured correctly to ensure cross-
case analysis. The biographical profiles of participants were written up as multiple 
cases to ensure the quality of each individual case study. The multiple case studies 
also allowed the researcher to compare and contrast findings. Ritchie and Lewis 
(2003:76) state that studies may involve a single case but more commonly in applied 
research involve multiple cases which are selected carefully to enable comparison.  
Riley, Wood, Clark, Wilkie and Szivas (2000:101) suggest that the results of multiple 
case comparisons can strengthen the validity of theories, help identify other cases in 
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which the results are generalisable, and suggest refinements of theories or falsify 
them completely. 
 
2.2.4.3 Content analysis 
White and Marsh (2003:35) explain that the qualitative nature of content analysis 
focuses on the meaning of content in the development stages of research to 
determine the frequency of the phenomena of interest. For the purpose of this study, 
it was decided to use content analysis to analyse the data collected.  The researcher 
used Tesch‟s eight-step model as described by De Vos, Strydom, Fuche and Delport 
(2002:340-341) to plan the data analysis process by:  
 Reading through transcripts and jotting down ideas as they come to mind to 
obtain a sense of whole interview; 
 Reading through transcripts thoroughly to understand the information and 
jotting down thoughts as they come to mind; 
 Arranging similar topics in groups into three topics, namely major, unique and 
unrelated; 
 Abbreviating topics into codes and indicating codes next to relevant sections of 
text within transcripts, and observing the organisation of data to check for new 
emerging categories or codes; 
 Identifying the most descriptive words for themes and converting them into 
categories while reducing categories and grouping related topics together; 
 Finalising abbreviations for each category and alphabetising the codes; 
 Clustering data (text material) belonging to each category into one place and 
performing preliminary analysis; and 
 Recoding of existing data where necessary. 
 
This process provided the findings as detailed in Chapter 7 in respect of the 
environmental sustainability issues and the role change leaders play in implementing 
environmental sustainability in the workplace.  Morse and Field (1997:117) indicate 
that when using this method of data analysis, it is best not to identify too many 
categories as saturation (meaning no new data emerging) is achieved slowly. 
Furthermore, when a researcher has a limited number of categories of related topics, 
he or she is able to categorise the data into sub-categories where necessary. Once 
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each category is reasonably populated with data and saturation is achieved, the 
researcher is then able to write descriptive paragraphs about the categories and look 
for relationships between the categories. 
 
2.2.4.4 Constant comparative method 
According to Glaser (2008:1), the constant comparative method is designed to aid 
the researcher who possesses in the ability to generate a theory that is integrated, 
consistent, plausible and close to the data.  Data was analysed using the constant 
comparative analysis method. Three to four follow-up interviews were required for 
the 13 participants who were in both the public and private sectors of different 
provinces and organisations.  From the information forthcoming, differences together 
with similarities were noted between the participants and enabled the data to be 
categorised according to emerging themes and sub-themes. The following themes 
were identified: the actions change leaders should engage into to reduce the effects 
of global warming in the workplace and the qualities these change leaders need to 
affect the changes. 
 
2.2.4.5 Grounded theory 
Grounded theory is a systematic inductive approach to developing theory (Quinlan 
2011:427). Struwig and Stead (2013:13) indicate that grounded theory aims to 
construct theory by developing concepts from the data. The theory is thus grounded 
in the data from the study. Quinlan (2011:184) offers four simple approaches to 
qualitative data analysis, namely: 
 The researcher engages in a process of attempting to group concepts together 
around key or core concepts; 
 The researcher groups the key or core concepts together in themes; 
 The researcher groups the themes together around key themes; and 
 The researcher identifies the key themes in the data. 
 
Henning (2004:115) comments that in grounded theory, data collection and analysis 
occur at the same time. The data collection and analysis inform each other, and the 
analysis becomes a higher-level synthesis of the data gathered. It is important for the 
researcher to be theoretically sensitive and able to conceptualise the patterns that 
emerge from data (Quinlan 2011:428). Furthermore, it is essential to move from 
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description to conceptualisation and development of theory. Analysis of results takes 
place simultaneously with the research process.  
 
As differences and similarities between the themes and sub-themes emerged during 
the current study, the researcher went back to participants to enquire for further 
information. Some participants provided the information requested while others 
referred the researcher to their websites and annual reports. This theoretical 
sampling process satisfied the researcher and made the theory clear. Where 
participants provided more information than was required, the researcher attempted 
to put the information in context to ensure that data collected was relevant to the 
topic under investigation. 
 
2.2.4.6 Triangulation 
Triangulation is done to enhance the credibility of the study which involves the use of 
multiple sources of data and collection strategies, all of which should converge 
(Suter 2012:364). Collis and Hussey (2003:78) identify the following types of 
triangulation: 
 Data triangulation; 
 Investigator triangulation; 
 Methodological triangulation; and 
 Triangulation of theories.   
 
This study utilises data triangulation since some of the information obtained from 
participants on environmental sustainability could be verified on the organisational 
websites and in their annual reports. The conclusions of the study were drawn by 
comparing the empirical findings with the literature survey and in particular with 
environmental sustainability actions taken on a global scale. 
 
In the next section, the trustworthiness of the research process is discussed in more 
detail. 
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2.3 TRUSTWORTHINESS 
Trustworthiness according to Struwig and Stead (2013:136) refers to the concerns 
about the “truth value” of research. It is to what extent the research is to be trusted 
and believed. According to Fenton and Mazulewicz (2008:1), in qualitative research, 
four issues of trustworthiness demand attention. These are: credibility, transferability, 
dependability, and confirmability. 
 
2.3.1 Credibility 
Credibility in qualitative research can be defined as the extent to which the data and 
the data analysis are believable and trustworthy. Collis and Hussey (2003:278) state 
that credibility demonstrates that the research was conducted in such a manner that 
the subject of the enquiry was correctly identified and described, and could include:  
 Showing the strength of the study that aims to explore a problem or describe a 
setting, a process or social group or pattern of interaction;  
 An in-depth description showing the complexities of variables and interactions 
which will be embedded with data from the setting so that it cannot help but be 
valid; and  
 Demonstrating that the parameters of the setting, population and theoretical 
framework of the research will be valid. The qualitative researcher should 
therefore clearly state the parameters, thereby placing boundaries around the 
study.  
The participants in the study were identified through an Internet search and their 
positions in the organisation could be confirmed on their website. Some of the 
information environmental sustainability issues were confirmed in their annual 
reports. All participants were currently employed by the organisations in which they 
operated. Jackson and Verberg (2007:49) affirm that conducting member checks is 
part of credibility. The researcher used this method by gaining participants‟ feedback 
on the data collected from other participants, as well as their interpretations and 
conclusions.  
 
2.3.2 Transferability 
Transferability refers to evidence supporting the generalisation of findings to other 
contexts across different participants, groups and situations (Suter 2012:263).  
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Furthermore, transferability is enhanced by detailed descriptions (as is typical of 
qualitative research) that enable judgements about a “fit” with other contexts to be 
made. Comparisons across cases (“cross-case comparisons”) or other units of 
analysis (classrooms, schools, etc.) that yield similar findings also increase trans-
ferability. At the theoretical level, transferability can be achieved by evidence of 
theoretical transference; that is, the same ideas apply more widely and are shown to 
be applicable in other fields. Seale (1999:45) indicates that transferability can be 
attained by providing a detailed and rich description of the setting to provide 
sufficient information to assess the applicability of the findings in other settings. 
 
The compilation of case studies for each of the participants provided a good 
summary of the setting and thus made transferability possible. For example, it was 
possible to assess whether the findings in one public or private case were similar to 
another, or whether the findings in one case in a particular province were similar to 
those in another province. 
 
2.3.3 Dependability 
Dependability is akin to the concept of reliability in quantitative research paradigms. 
In this case, the qualitative researcher gathers evidence to support the claim that 
similar findings would be obtained if the study were repeated (Suter 2012:363). 
Reliability according to Zikmund (2003:300) is the degree to which measures are 
free from error and therefore yield consistent results. Collis and Hussey (2003:278), 
refer to dependability as the fact that the research process is systematic, rigorous 
and well documented. Furthermore, it is seen as the alternative to reliability where 
the researcher attempts to account for changing conditions in the phenomenon being 
studied, as well as changes in the design created by an increasingly refined and 
improved understanding of the setting. The researcher in the current study attempted 
to ensure dependability by using multiple methods of data collection and analysis 
and by ensuring that all notes, emails, interview schedules, transcripts and memos 
were retained should an audit be required. 
 
2.3.4 Confirmability 
Jackson and Verberg (2007:53) refer to confirmability as the objectivity of the data 
and pose the question: would another researcher agree about the meanings 
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emerging from the data? An audit trail is used in which the researcher explicates 
how personal biases may have come into play. Confirmability according to Shenton 
(2004:73) refers to the concept of objectivity and whether the research can be 
confirmed or corroborated by others, and that steps must be taken to ensure that the 
findings are the result of the experiences and ideas of the participants, rather than 
the characteristics and preferences of the researcher. In this case, the researcher 
archived all collected data so that it could be made available should the findings be 
challenged. 
 
The researcher thus constantly asked whether the data helped to confirm the 
general findings.  The researcher was aware that gender bias could have been 
present so have related some answers to specific genders.  The literature survey on 
global warming practices was used to confirm and contrast with findings in the South 
African context.  Similarly, the literature on change leaders confirmed and challenged 
the findings of the empirical study.   
 
2.4 ETHICS STANDARDS 
The researcher has made a conscious effort to ensure that ethical standards were 
adhered to by obtaining consent from the NMMU ethics committee to conduct the 
interviews.  Permission has been obtained from the participants prior to interviews 
taking place.  The research ensured transparency and truthfulness with all 
participants throughout the study.  All information sourced during the research was 
kept confidential and data analysis was anonymous.   
 
2.5  SUMMARY 
In this chapter, a detailed discussion of the research design and methodology used 
in the study was presented. The research methodology was discussed including the 
proposed population, sample, sampling procedure and sample selection. 
 
The research paradigm was discussed with specific reference to the choice of 
qualitative research as the preferred research approach. The data collection 
methods were described and the research instrument was discussed by referring to 
the purpose and physical characteristics of the interview schedule and the types of 
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questions asked. The data analysis procedures and process were briefly discussed 
as well as the trustworthiness of the research study.  
 
In the next chapter, a literature review is provided regarding environmental 
sustainability. The history of global warming, global initiatives to reduce global 
warming and global leadership in reducing global warming will be elaborated on. The 
chapter also discusses South African leadership in global warming reduction and 
motivation for creating environmental sustainability strategies. 
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CHAPTER 3 
ENVIRONMENTAL SUSTAINABILITY 
 
3.1  INTRODUCTION 
In Chapter 2 an overview of the research design and methodology used in this study 
was presented. A discussion of the research paradigms and the reasons for the 
selection of the qualitative paradigm were provided. Chapter 2 also described the 
data collection process in respect of secondary and primary data, how the data was 
analysed as well as the dependability of the research process. Chapter 3 explores 
issues relating to environmental sustainability. 
 
Environmental sustainability is the ability to maintain the qualities that are valued in 
the physical environment (Sutton 2004:1). Nguyen and Slater (2010:5) state that as 
the awareness of the depletion and degradation of natural resources is growing, the 
environmental sustainability movement has awakened nations, organisations, and 
individuals to the necessity of protecting the environment for the benefit of 
generations to come. The depletion of natural resources is as a result of the effects 
of global warming. This is one of the issues which forms part of environmental 
sustainability. 
 
The issue of global warming is too complex, changeable and risky for organisations 
to be apprehended only through personal opinions or ideologies such as the „„win-
win‟‟ or the „„win-lose‟‟ rationale concerning the economic impacts of environmental 
actions. Whatever their opinion concerning global warming issues, managers or 
leaders, especially in large emitter industries, should undertake an environment 
intelligence effort, draw up a clear inventory of their organisation‟s GHG emissions 
sources and determine what the most efficient options would be to reduce these 
emissions. (Boiral 2006:328).   
 
Awareness of the effects of global warming on the economy has become more 
evident and a topical issue in organisations as they interact with both consumers and 
employees.  A key global challenge in the 21st century is how to address climate 
change and reduce GHG emissions (United Nations 2007:1). The King III report 
identifies social responsibility, which is the organisation‟s commitment to 
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appreciation of the social, environmental and economic communities in which it 
operates, as one of the seven primary characteristics of good governance (Hough et 
al. 2005:177-178). 
 
In this chapter, various issues relating to environmental sustainability will be 
presented, specifically concerning global warming.  The history of global warming will 
first be presented together with different countries‟ involvement to reduce the effects 
of global warming.  Sustainability strategies and the implementation of these in the 
workplace to reduce global warming will be explored.  The chapter will conclude with 
a South African perspective on global warming reduction leadership.  
 
A brief history of global warming is provided in the following section to put into 
context the need for environmental sustainability.  
 
3.2  HISTORY OF GLOBAL WARMING 
The phrase “global warming” has become familiar as one of the most topical issues 
at the present time (Houghton 2009:1). The concept of global warming is also 
described as a “monster'' by  Ren and Lin (2001:411) which has been attacking the 
international community of scientists and many national governments.  The question 
is, how did it all begin? In 1896 a Swedish scientist published a new idea, which was  
that as humanity burned fossil fuels such as coal, this would add carbon dioxide gas 
to the earth's atmosphere, resulting in increasing the planet's average temperature 
(American Institute of Physics 2010:1). Later in the 1930s an American scientist 
added his voice to the warning of the increase in the earth‟s temperature and the 
cause thereof, but it was not until the 1960s that individuals began realising that 
there was an increase in carbon dioxide contributing to the earth‟s continuous 
warming shown by concentration curves for atmospheric carbon dioxide (Enzler  
2010:1).  
 
During the 1970s and 1980s, the World Meteorological Organisation (WMO) and the 
International Council for Scientific Union developed a scientific consensus on global 
warming: humans are changing climate inadvertently (Dispensa & Brulle 2003:88). 
Global warming is an accepted scientific fact and there is no doubt about climate 
change. Spence (2005:45) states that the evidence is clear and science is certain 
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that climate change is happening. According to Cox (2007:115) there is no question 
about the fact that increasing concentrations of carbon dioxide and GHGs such as 
methane, the CFCs and nitrous oxides are causing the earth to warm together with 
human activity (Dessler & Parson 2006:75-76).  
 
After global warming began to develop into a political issue, UNEP and WMO 
established the Intergovernmental Panel on Climate Change (IPCC) in 1988. The 
IPCC was established to assess available information on the science of climate 
change, particularly those arising from human activities. IPCC had determined in 
1990 that the increase in atmospheric concentrations of GHGs had altered the 
balance of the earth‟s atmosphere and global warming would result. In 1995, the 
IPCC investigated the GHGs and aerosols and their radiative forcing, the observed 
trends and patterns in climate and sea level, detection of climate change and 
attribution of causes, and prospects for future climate change (IPCC 1995:13). They 
then determined that global warming and climate change was occurring, and their 
primary concern was the relative magnitude of human and natural factors in driving 
these changes. (IPCC 1995:13).  
 
The participating scientists have arrived at the following strong scientific consensus 
about global warming (Melillo, Janetos & Thomas 2001:6): 
 During the 20th century, the global average surface temperature increased by 
more than 1 degree Fahrenheit; 
 Precipitation has increased nationally by 5 to 10 per cent; 
 Global sea level rose 4 to 8 inches during the 20th century; 
 Assuming continued growth in world GHG emission, the primary climate models 
project that temperatures in America will rise by 5 to 9 degrees Fahrenheit on 
average in the next 100 years.  
 
Both the IPCC and the National Academy of Science have agreed on three main 
points that relate to global warming, namely that the earth is warming, human activity 
is largely to blame, and the warming trend is likely to accelerate in the years ahead 
(Claussen 2002 cited in Sathiendrakumar 2003:1234): Since the IPCC, the 
association of hundreds of scholars reviewing the latest scientific findings reported in 
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2007 that the evidence for human-induced climate change was overwhelming and 
unequivocal (IPCC 2007:1). It has become clear that tackling global warming is one 
of the greatest challenges to humankind in the 21st century (Wittneben & Kiyar 
2009:1124).  The following section will elaborate on the causes and effects of global 
warming. 
 
3.2.1 Causes and effects of global warming 
Global warming is due to industrialisation and intensive agriculture, especially over 
the past 50 years or so, where the environment was treated as a “free good” and not 
as a composite asset. This neglect of the environmental asset has resulted in an 
increasing concentration of GHGs in the atmosphere. In the past, economic activities 
such as burning fossil fuel for production resulted in the emission of large amounts of 
carbon dioxide into the atmosphere.  Clearing of native vegetation also contributed to 
a large proportion of GHGs. (Sathiendrakumar 2003:1235). The effects and impact 
of global warming are depicted in Figure 3.1. 
 
Figure 3.1: Effects and impact of global warming
Adapted from: Houghton (2009:15) 
 
Figure 3.1 illustrates that GHG emissions result in climate changes.  GHG 
emissions, of which carbon dioxide is the highest, come from large-scale or small-
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scale economic activity in both developed and undeveloped countries. These 
emissions lead to changes in the atmospheric concentrations of elements that alter 
the energy input and output system, which in turn impact on both natural and human 
ecosystems, which include health and livelihood. Because of the changes in the 
ecosystems, interventions are needed. As a result, governments should develop 
programmes to educate people initially about the effects of climate change and then 
about how to conserve and save the environment.     
 
If global warming continues, the Oceania region will see increased severe weather 
events with storms causing flooding and coastal erosion. Coastal effects will be 
further increased as sea level continues to rise. The number of extreme heat days, 
those over 35,8 Centegrate, will increase over the coming years by between 10 and 
100 per cent, placing significant demands on building systems and the energy 
supply. (Branz 2007 cited in Warren 2010:505).   
 
Olson (2009:5) states that there is a growing consensus and supporting scientific 
evidence that increasing concentrations of GHGs are likely to accelerate the rate of 
climate and weather change.  Furthermore, scientists predict that the average global 
surface temperature could rise by as much as 4.5 degrees Fahrenheit over the next 
50 years and up to 10 degrees in the next century. Evaporation will increase as the 
climate warms, which will increase average global precipitation. Soil moisture is likely 
to decline in many regions, and intense rainstorms could become more frequent. 
Sea level may eventually rise by two feet. (Global Warming Trends 2009 cited in 
Olson 2009:5).  
 
Ice in the Arctic, Antarctic, and Greenland is melting, and virtually all of the world‟s 
glaciers are shrinking. Numerous studies suggest that the warming of the earth‟s 
oceans has resulted in more powerful tropical storms, which generate their energy 
from warm ocean waters. For example, an American government study released in 
May 2006 found that the warming of the tropical North Atlantic will contribute to more 
and stronger hurricanes. Global data shows that storms, droughts, and other 
weather-related disasters are growing more severe and more frequent. (Lash & 
Wellington 2007:3). 
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Gosling, Warren, Arnell, Good, Caesar, Bernie, Lowe, van der Linden, O‟Hanley & 
Smit (2011:448) point out that climate change impacts on ecosystems. The range of 
impact is diverse, which leads to abrupt negative changes in ecosystems and the 
ability to trigger large-scale crises and human migration. In essence, climate change 
affects the environment, which in turn affects how resources are utilised.  In order to 
sustain human existence, which is also dependent on the existing and diversity of 
the ecosystems, ecosystem services need to be managed in a more sustainable way 
(Dizdaroglu, Yigitcanlar & Dawes 2012:293). The effects of climate change along 
with pollution and the depletion of non-renewable natural resources has given rise to 
environmental awareness (Douglas, 2006:458). As a result of the effects of global 
warming and increase in environmental regulatory pressures, organisations both 
large and small together with government, need to proactively move towards green 
management (Lee 2009:1107). General review (2012:12) states that organisations 
including government will be encouraged to adapt to and mitigate climate change 
and therefore will need to be involved in voluntary initiatives and develop regulations. 
To counteract the effects of GHG emissions, requires the development and 
implementation of a climate change policy.   
 
3.2.2 Development and implementation of a climate change policy 
Figure 3.2 illustrates the process of developing and implementing a climate change 
policy.  
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Figure 3.2: Development and implementation of a climate change policy  
 
 
 
Adapted from: Boiral (2006:325) 
 
As can be seen in Figure 3.2, the first step is to put preliminary measures in place.  
 
3.2.2.1 Preliminary measures 
The implementation of an environmental intelligence programme or service is 
required to collect information on the main issues and impacts of global warming.  
Given the potential costs and complexity of such a programme, organisations can 
share human or financial resources to establish an alliance or an inter-organisational 
structure. Universities, external experts and consultants can also be involved in this 
environment intelligence effort requiring interdisciplinary and team approaches 
(Borial 2006:324). This is affirmed by Deutch (1996:3) who asserts that an 
environmental intelligence programme is key as it provides policy makers with 
valuable information in terms of how their competitors are doing and how they can 
do better. 
 
Boiral (2006:325) states that organisations should draw up as exact an inventory of 
their GHG emissions as possible. The inventory is needed to gain a better 
understanding of the main sources of emissions and to determine more precisely 
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which environmental initiatives should be undertaken first. This also assists to 
measure environmental performance, which is a requirement if organisations are to 
participate in the GHG trading system. Furthermore, once the first two phases have 
been completed, organisations should determine the most efficient options in 
reducing GHG emissions, based on different objectives, regulations and 
environmental intelligence information. Vlachou and Konstantinidis (2010:34) 
suggest that the reduction of GHG emissions can be achieved by doing the 
following: 
 Replacing more emitting fossil fuels (e.g. coal) with carbon-free energy like 
hydropower and solar energy, or with less emitting fuels (e.g. natural gas);  
 Improving energy efficiency and conservation by reducing industrial by-product 
and process gas emissions; and  
 Carbon removal and storage.  
 
Managers can also buy emission permits on international carbon dioxide (CO2) 
markets or launch re-forestation programmes to offset company emissions. Once 
these preliminary measures are in place, a climate change policy needs to be 
developed. 
 
3.2.2.2 Climate change policy 
A climate change policy can come into being through managerial, technical and 
socio-political actions by leaders. In the following sections, these actions are 
elaborated on. 
 
a) Managerial actions 
The preliminary measures can guide managers in determining what type of approach 
and actions their organisation should contemplate: being proactive or adopting a 
wait-and-see approach (Boiral 2006:325). The ISO 14001 Environmental 
Management System standard specifies a process for the control and the continuous 
improvement of an organisation‟s environmental performance and states how to 
develop an environmental management system, which includes policy, plans and 
actions for an organisation (ISO14001 Environmental Management System 2013:1). 
Because each organisation will be affected by climate change in a different way, it is 
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important to the running of the organisation to assess the particular situation in which 
it finds itself (Wittneben & Kiyar 2009:1126). Management need to analyse and 
consider the following:  
 Risk analysis of climate impacts on operations; 
 Risk analysis of climate impacts of locations; 
 Assessment of insurance needs; and 
 Analysis of climate policy developments. 
 
Hoffman (2004:14) notes that not only is assessing the risk of climate change 
important for managers, but it is also important for them to be able to think 
strategically about climate change regulations. They need to have a multi-pronged 
approach and need to be aware of the following: 
 Developments in policy standards at international, national and regional levels;  
 Be prepared to respond if and when standards emerge; and  
 Assess whether they can have an influence on the formation of those standards. 
 
Managerial actions are important in order for the organisation to implement climate 
change policy, but if an organisation wants to move forward technologically into new 
scientific innovations, technical actions need to be considered. 
 
b) Technical actions 
According to Boiral (2009:325,) scientific and technical issues should include 
continuous monitoring of research, publications and new evidence concerning global 
warming, and the identification of new technologies for reducing or measuring GHG. 
This is affirmed by Kolk and Pinkse (2005:7) who concur that an innovation strategy 
improves an organisation‟s assets and competencies as a result of the development 
of new environmental technologies or services that reduce emissions. There are also 
technology-orientated agreements according to De Coninck, Fischer, Newell, and 
Ueno (2007:3-4) who observe that these are aimed at advancing research, 
development, demonstration, and/or deployment of technologies. There are four 
broad types specifically aimed at reducing GHG, namely: 
 Knowledge sharing and coordination; 
 Research, development and demonstration; 
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 Technology transfer; and 
 Technology deployment mandates, standards, and incentives. 
 
c) Socio-political actions 
Socio-political actions according to Boiral (2006:325) refer to both the political and 
social issues of an organisation, from changes in environmental policies to the 
assessment of global warming issue impacts on corporate image and reputation. 
Baker (2012:1) states that environmental reputation is as critical to a winning 
organisation as it is to retaining staff and customers who are looking at carbon-
footprint data to see what initiatives the organisation might be involved in as this will 
influence their opinion of the organisations‟ image. Furthermore, Wittneben and Kiyar 
(2009:1123) comment that acting responsibly is not just an exercise in accounting in 
terms of finding the right answers regarding this climate change, but it can also 
positively shape brand image and may attract new customers. As climate change 
has increasingly become a focus of policy debates, governments and institutions 
need to know how to anticipate or respond to reduce the risks of different types of 
climate variability and how policy has influenced these actions (Adger, Huq, Brown & 
Hulme 2003:190). 
 
The development of a climate change policy requires formulating sustainable 
strategies to reduce GHGs. 
 
3.2.3 Environmental sustainability strategy formulation 
Boiral (2006:328) considers that the adoption of a proactive strategy assists 
organisations to anticipate the implementation of standards or quotas and avoid 
having these same measures become insurmountable barriers to markets in the 
near future.   Mitigation consists of reducing emissions of GHGs at the beginning of 
the chain, while adaptation means responding to economic damages of climate 
change at the end of the chain.  The adaptation can be proactive, in terms of actually 
doing something to address the issue, or reactive by reacting at the time needed.    
Kolk and Pinkse (2004:309) suggest that proactive approaches such as joint 
implementation strategies be considered or adopted in order to achieve climate 
change reductions. This means that organisations are able to achieve reductions of 
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GHG emissions in cooperation with other organisations or governments, either by 
trading emission credits or by a partnership in an offset project. This is evident in the 
European Union and Japan, which have ratified the Kyoto Protocol, and are 
developing specific market mechanisms.  
 
According to Aragón-Correa and Rubio-López (2007:370), organisations with 
proactive environmental strategies generate valuable organisational capabilities that 
may contribute to a competitive advantage. Gautier and Fellous (2008) cited in 
Vazhayil, Sharma and Balasubramanian (2011:382) suggest formulating the 
following five long-term environmental sustainability strategies: 
 Save energy and develop new and efficient technologies; 
 Create cleaner technologies for electricity generation; 
 Reduce transportation sector emissions; 
 Develop renewable sources of energy; and 
 Get ready for the indispensable adaptation to future challenges in the climate 
system. 
 
The above is echoed by Wittneben and Kiyar (2009:1123) who suggests a proactive 
strategy in terms of: 
 Capitalising on energy efficiency gains; 
 Switching to renewable energy sources; 
 Collecting and applying best practice examples; 
 Increasing expectations of suppliers and consumers; 
 Encouraging individual behavioural change within the company‟s reach; 
 Integrating mitigation thinking into all decisions across operations; 
 Developing novel approaches to reducing GHG across the system of production 
and consumption; 
 Communicating achievements in lowering emissions; and 
 Assisting in furthering an effective climate policy. 
 
A key global challenge in the 21st century is thus how to address climate change 
and reduce GHG emissions (United Nations 2007:1). Once strategies are 
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formulated, an environmental performance measurement process must be 
established as described in the following section.   
 
3.2.4 Environmental performance measurement process  
Initiatives in organisations to improve environmental impact are increasing and this 
trend continues to accelerate as public attitudes towards it change. (Olson 2009:4). 
By understanding global warming and associated climate and weather change as 
driving forces for improving their positions as environmental stewards, organisations 
can gain valuable insight into what actions can be taken. Figure 3.3 outlines the 
environmental performance process to put in place to measure progress regarding 
environmental sustainability in the quest to reduce global warming. 
 
Figure 3.3: Environmental performance measurement process 
 
Adapted from: Olson (2009:6) 
 
As shown in Figure 3.3, to put an environmental performance measurement process 
in place require four steps. There need to be key performance indicators in place for 
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footprints. This will require determining if there is a need to replace inefficient 
machinery with devices that consume less energy or installing renewable energy-
producing equipment. By purchasing alternative energy-efficient products, 
organisations can be viewed as supporting environment stewardship, reducing costs, 
and increasing profitability. 
 
Olsen (2009:6) emphasises that in order for organisations to improve their 
environmental performance, they need to evaluate their extended value chain to 
make better decisions as environmental stewards by engaging with suppliers. This is 
supported by Kolk and Pinkse (2005:14) who suggest that organisations should be 
engaging with their suppliers to produce more energy-efficient products, which will 
result in reducing GHG emissions. Furthermore, Henderson, Beck and Palmatier 
(2011:9) state that building strong relationships through recycling programmes with 
customers, allows for loyalty to the organisations‟ brand as recycling becomes a 
habit. This provides a strong memory advantage over competing brands.  
 
Kolk and Pinkse (2004:312) note that many organisations emphasise the strategic 
opportunities of new product development due to the effects of climate change and 
hence can innovate either in their supply chain, or beyond it, by developing products 
for new markets. Over and above this, organisations which pioneer in green 
innovation will possess the “first mover advantage”, which will allow for higher 
benefits for green products, improve their green images, and gain competitive 
advantages (Chen 2011:385). The opportunity for new product development also 
allows for the creation of competitive advantage through sustained production 
differentiation. According to Baker (2012:1), embedding sustainability into product 
development is essential in terms of looking at the packaging and materials that your 
company uses and by doing this, costs are reduced which allows for a better 
packaged product which is lighter and cheaper to distribute. Implementing these 
sustainability actions will require sustainability leadership. 
 
3.2.5 Sustainability leadership 
Schwalb (2011:iii) states that a sustainability leader is generally described as an 
individual who creates profit for his or her stakeholders, while protecting the 
environment and improving the lives of those for whom he or she influences as a 
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result of his or her leadership. Furthermore, sustainability leadership is described as 
an emerging style as a result of recent social, economic, cultural, and environmental 
change (Schwalb 2011:65).  Sustainability leaders are also referred to as individuals 
who are compelled to make a difference by deepening their awareness of 
themselves in relation to the world around them and in doing so, they adopt new 
ways of seeing, thinking and interacting that result in innovative, sustainable 
solutions (Sustainability Leadership Institute 2009:1).  
 
The above suggests that there has been a major change in the way leadership is 
perceived, developed and sustained.  It is required to move the mind-set of leaders 
from past successes to the recognition that future challenges may be completely 
different from what they have dealt with previously (General review 2011a:7).  
 
Organisations can demonstrate ecologically sustainable leadership by developing an 
awareness of how an organisation interacts, not just with the community, but with the 
world, by doing the following (General review 2011a:6): 
 Reducing the carbon footprint of an organisation by ensuring buildings are well 
insulated and windows double- or triple-glazed;  
 Considering how supplies are delivered and orders shipped to reduce carbon 
emissions;  
 Reducing or eliminating industrial pollution to levels well below legally required 
standards; and 
 Changing heating and cooling methods to eco-friendly ones such as those using 
solar energy, wind power or waste-wood furnaces.  
 
Sustainability leadership seems to be a “special kind” of leadership that 
encompasses all areas of the organisation. This leadership requires that individuals 
be aware of the environment and how to minimise the effects of their organisation on 
it. As correctly indicated by Kotter (2011:1), change leadership is about enforcing 
large-scale changes with an air of urgency, involving many people. Furthermore, it 
requires being visionary and empowering people to face the challenge and 
implement the changes.  Kotter (2011:1) predicts that change leadership is going to 
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be a big challenge in the future and there are not many people who can effectively 
action it. 
Although having an environment sustainability strategy and the required change 
leaders to effect it, its implementation is important.  Implementation tactics to assist 
in global warming sustainability strategies will be examined in the next section. 
 
3.3 GLOBAL INITIATIVES TO REDUCE GLOBAL WARMING  
Various global initiatives have been set in motion to reduce global warming.  These 
initiatives are elaborated on in the following sections. 
 
3.3.1 G8 countries 
The G8 Forum was originally established in 1973 comprising a group of financial 
officials to meet annually and discuss economic issues. In 1975, government heads 
were also invited to participate in these discussions (Understanding the G8 2013a:1). 
Over the last few decades, this forum has developed and an assembly of world 
leaders from these eight countries hold a leaders‟ summit, in which heads of state 
and government of member countries meet to discuss and attempt to reconcile 
global issues such as the economy and climate change (Understanding the G8 
2013b:1). The G8 countries participating in the forums annually are illustrated in 
Figure 3.4. 
 
Figure 3.4: G8 countries 
 
Adapted from West (2008:1) 
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Top of the agenda for the G8 countries is to accelerate global warming reductions 
and prompt governments into participating (West 2008:1). These countries have 
agreed to consider ways to better respond to this challenge and its associated risks 
and recall that international climate policy and sustainable economic development 
are mutually reinforcing (King 2013:1). Furthermore, these countries remain strongly 
committed to addressing the urgent need to reduce GHG emissions significantly by 
2020 and to pursue their low carbon path afterwards, by doing their part to effectively 
limit the increase in global temperature below two degrees Centigrade above pre-
industrial levels, consistent with science.  
 
3.3.2 European Union 
The European Union (EU) and its 27 member states have also pledged by 2020 to 
reduce emissions by 20 per cent below 1990 levels. In order to meet that goal, in 
2005 the EU launched the biggest carbon trading market in the world and today all 
27 member states are required to participate, including Iceland, Liechtenstein and 
Norway. (NPR News Staff 2011:1). Major factories and power plants in the EU are 
granted permits specifying how much carbon they are allowed to emit. Organisations 
which emit less carbon than their allotted amount can sell their extra carbon credits 
to firms exceeding their emissions limit. (Park 2009:1). Airlines with flights that take 
off or land in Europe will be required to buy carbon permits to offset emissions from 
their flights (Gray 2010:1). 
  
3.3.3 Oxbridge Climate Capital 
Further afield, Kenny Tang (acknowledged as “Asia‟s Al Gore”) is involved in global 
warming reduction activities. At his company, Oxbridge Climate Capital, the focus is 
on taking the climate change and sustainability debate to the developing countries 
and in particular focusing on Asia, where some of the fastest-growing countries are 
located with their insatiable appetite for energy and resources to fuel the growing 
industrialisation and urbanisation projects. (General review 2007:31). Tang indicates 
that it is clear that the battle against the worst effects of dangerous climate change 
will be won or lost in the developing countries with which he finds himself involved.   
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3.3.4 International Standards Organisation 
International Standards Organisation (ISO) is the world‟s largest producer of 
international standards for business, government and society. ISO‟s voluntary 
standards benefit from the expert input organised by its membership network of 157 
national standards bodies and from its partnerships with some 685 international 
governmental and non-governmental organisations. ISO standards offer practical 
tools for addressing climate change at four levels, namely monitoring climate 
change, quantifying GHG emissions and communicating on environmental impacts, 
promoting good practice in environmental management and design, and opening 
world markets for energy efficient technologies. (ISO International Standards 
practical tools for addressing climate change 2008:1). The ISO provides business, 
government and society with tools for economic, environmental and social 
development. Each international standard is developed by experts from the 
applicable industrial, technical and business sectors and represents a global 
consensus on the subject of that particular standard (ISO 50001: Recommendations 
for compliance 2012:4). The establishment of the ISO 14000 standards took place at 
the Rio summit on the environment in 1992 and provided a framework for 
environmental management control systems, such as ISO 14001 and ISO14002 
(Sustainable business 2009:1).  
 
Another environmental instrument relating to setting standards for energy efficiency 
and management, is the ISO 50001 for energy management systems. ISO 50001 
entails a global standard which was designed to provide organisations with a 
recognised framework for integrating energy performance into their management 
practices (Jusko 2013:49). Compliance with and certification to ISO 50001, form a 
key component of national plans, such as the National Energy Efficiency Strategy 
devised by the Department of Energy, to secure South Africa‟s energy for the future 
(Bissoon 2012:1).  With this plan, South Africa will hopefully proactively move 
towards becoming less carbon-intensive, with the Department of Energy playing a 
prominent role (Van Niekerk 2013:1).   
 
3.3.5 Kyoto Protocol 
The Kyoto Protocol was the first agreement between nations to mandate country-by-
country reductions in GHG emissions. Kyoto emerged from the UN Framework 
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Convention on Climate Change, which was signed by nearly all nations at the 1992 
mega-meeting popularly known as “the earth summit”. The framework pledges to 
stabilize GHG concentrations "at a level that would prevent dangerous 
anthropogenic interference with the climate system". (Henson 2011:1). Another 
explanation of the Kyoto Protocol is that it represents a commitment by developed 
countries to reducing global atmospheric concentrations of GHGs. (Greenhouse 
Policy Coalition 2007:1). 
 
The Kyoto Protocol was established to ensure that emissions reductions targets 
would be met by domestic policies and by three international flexible mechanisms, 
namely clean development, joint implementation and emissions trading (Vlachou & 
Konstantinidis 2010:32).  Moomaw, Ramakrishna, Gallagher and Freid (1999:84) 
further state that under the provisions of the Kyoto Protocol, industrial countries have 
the following choices to address climate change: 
 Reduce GHGs domestically between 1999 and 2010; 
 Mitigate climate change impacts after they occur sometime in the distant future; 
 Reduce GHGs abroad, through emissions trading and joint implementation 
among themselves and with developing countries through the clean 
development mechanism; and 
 Enhance GHG sinks either domestically or abroad. 
 
The above suggest that the Kyoto Protocol could be viewed as a tool for 
environmental sustainability as it puts into place certain controls and regulations to 
allow countries to control their environmental impact.  Implementing the four Kyoto 
mechanisms could result in various business opportunities in organisations which 
may assist in reducing global warming as can be seen in Table 3.1. 
 
Table 3.1: Opportunities provided by Kyoto Protocol mechanisms  
Kyoto mechanisms Opportunities for organisations 
The International Emissions Trading     Allows firms to buy or sell emissions credits 
 New regulations targeting GHG reductions 
The Joint Implementation   New market opportunities in industrial countries 
through investments to reduce GHG emissions 
 Collaborations between organisations or facilities in 
different industrialised countries in order to develop 
more efficient ways of reducing GHG emissions 
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Kyoto mechanisms Opportunities for organisations 
The Clean Development Mechanism   New market opportunities in developing countries for 
organisations specialising in energy efficiency and 
green technologies such as solar or wind power 
stations 
 Projects can be financed by industrial countries or by 
organisations seeking to meet GHG emissions 
obligations at a lower cost 
Compliance system   Presupposes a precise measurement of GHG 
emissions, more specifically for large industrial 
emitters 
 Measuring and monitoring GHG emissions requires 
research and development efforts 
 Represent a promising market for environmental 
engineering organisations 
 
Adapted from: Boiral (2006:317) 
 
The table above shows that through the application of the four mechanisms the 
Kyoto Protocol provides, organisations can benefit and may assist in reducing global 
warming.  These opportunities can be realised through new markets created, new 
research and development around GHG emissions and at the same time creating 
awareness and collaboration between organisations to assist in the reduction of 
global warming activities. 
 
3.3.6 Global Reporting Initiative 
In recent years the Global Reporting Initiative (GRI), a non-profit organisation that 
works towards a sustainable global economy by providing sustainability reporting 
guidance was started to assist in the reporting of certain effects of global warming 
(Global reporting initiative 2013:1). Launched in 2011, the G3.1 guidelines include 
expanded guidance for reporting on environmental impact. The G3.1 guidelines 
provide reporting principles, guidance on how to report, and guidance on standard 
disclosures features on management approach and performance indicators (Global 
reporting initiative 2013:1). According to Fernando, Francisco and Manuel 
(2011:217), there is a need for indicators that report on business performance linked 
to the state of the environment, because the implications of sustainable development 
for an organisation are important. Table 3.2 suggests the type of integrated 
indicators that can organisations can implement and the reasons thereof. 
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Table 3.2: Reporting reasons and integrated indicators 
Reason for Reporting Examples of integrated indicators 
Considering needs of future by conserving the 
environment 
 Percentage of trees cut down due to 
organisation‟s paper consumption 
Balanced vision of the environmental, social and 
economic stance of the organisation 
 CO
2
 emission per total employees 
 
Adapted from: Fernando et al. (2011:219) 
 
Table 3.2 suggests that there are different reasons why organisations may want to 
report and provides examples how they can indicate it in a formal report. According 
to Wilburn and Wilburn (2013:65), the GRI‟s Sustainability Reporting Framework 
enables all organisations to measure and report their sustainability performance and 
by doing so, increase the trust that stakeholders have in them and in the global 
economy by reporting transparently with accountability. 
 
3.3.7 Economic instruments 
According to Sathiendrakumar (2003:1237), carbon tax and tradable permits are two 
economic instruments that could assist in reducing global warming. The way in which 
countries could go about implementing these two economic instruments is indicated 
in the following sections. 
 
3.3.7.1 Carbon tax 
Carbon tax would require all countries to impose a uniform tax on GHG emissions 
and would put a single, global price on GHGs (Howes, 2009:79). Nordhaus 
(2011:13) affirms that under carbon taxes, countries would agree to penalise carbon 
emissions at an internationally harmonised carbon tax rate. The carbon price might 
be determined by estimates of the price necessary to limit GHG concentrations or 
temperature changes below some level considered to be dangerous interference.  
An essential element of this carbon tax is that it would be equal in all countries and 
sectors. Carbon tax also would ensure that carbon emissions are priced and could 
no longer simply be emitted freely. This in turn would set up a host of economic 
incentives for consumers and organisations to switch to low carbon choices (Cleetus 
2011:21). Thiam (2012:482) adds that carbon taxes would lead to a more efficiency 
way to diminish environmental emission. 
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3.3.7.2 Carbon trading 
Jones and Levy (2007:433) state that carbon trading is where organisations agree to 
limit their emissions and trade GHG credits. Reasons for this might include a hope to 
prevent the imposition of mandatory restrictions, the shaping of future trading 
systems, establishment of baselines, or hope for a competitive advantage by gaining 
trading experience.  Williams (2013:301) notes that there are essentially two types of 
carbon trading systems, namely: 
 Cap and trade programmes – where systems set a maximum allowable amount 
of emission, divided into increments for a given area or set of participants who 
trade permits or allowances, thereby creating a market in which exchanges allow 
each member to meet individual requirements and the overall organisation to 
meet the aggregate allowable levels of emissions; and 
 Carbon offset arrangements – occurring when, instead of capping GHG emission 
at the source, organisations finance emission-saving projects elsewhere, 
reducing overall emissions since they are reduced at the project location at 
seemingly lower costs than reducing emissions at the source.  
 
However, Reyes and Gilbertson (2010:89) argue that emissions trading (which is the 
EU‟s flagship measure for tackling climate change) is failing badly. They note that in 
theory it provides a cheap and efficient means to limit GHG reductions within an 
ever-tightening cap, but in practice it has rewarded major polluters with windfall 
profits, whilst undermining efforts to reduce pollution and achieve a more reasonable 
and sustainable economy. This suggests that although carbon trading is seen as a 
way of reducing GHG emissions for organisations, it can also be detrimental. 
 
In the following section the actions by countries displaying global leadership in 
reducing global warming, are discussed. 
 
3.4 GLOBAL LEADERSHIP IN REDUCING GLOBAL WARMING 
In the next sections the involvement of the G8 countries (see 3.3.1) and some of the 
EU countries (see 3.3.2) in global warming reduction, will be briefly described. 
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3.4.1 United States of America 
Al Gore, former vice president of the United States of America (US) was instrumental 
in drawing media attention to the dangers of climate change (Guber 2013:95). Not 
only is Al Gore vocal on this issue, but US president Barak Obama has put his 
support behind this pertinent topic. In terms of his involvement, President Obama 
has been putting forward a broad-based plan in 2013 to cut the carbon pollution that 
causes climate change and affects public health. (The White House Washington 
2013:4). He suggests that cutting carbon pollution will help spark business 
innovation to modernise power plants, resulting in cleaner forms of American-made 
energy that will create good jobs and cut America‟s dependence on foreign oil. This 
plan consists of a wide variety of executive actions and has three key pillars: 
 Cut carbon pollution in the US; 
 Prepare the US for the impacts of climate change; and 
 Lead international efforts to combat global climate change and prepare for its 
impact. 
 
The US pledged to reduce emissions by 17 per cent by 2020. They have taken some 
actions at federal level to curb emissions, including new nationwide fuel-efficient 
standards for cars and light trucks. Individual states also have laws designed to 
lower their emissions in the coming decades. (NPR News Staff 2011:1).  
 
3.4.2 Canada 
Canada's emissions are 17 per cent above 1990 levels, in large part because of 
emissions tied to the dirty business of extracting oil from Alberta's tar sands. 
According to a Canadian government report released in mid-2011, emissions from 
tar sands will more than cancel out the progress that Canada has made in shifting its 
electricity generation from coal to natural gas. The report projects that by 2020 
Canada will fall well short of its stated emission-reduction targets. (NPR News Staff 
2011:1). The Canadian government has started with GHG regulations for Canada's 
transportation and electricity sectors (which are the two largest GHG emitters) and 
will continue to address emissions from other major-emitting sectors (Canada‟s 
action on climate change 2013:1). In terms of reaching their reduction target, the 
Canadian government has set certain measures in place to ensure that their 
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contribution to lowering the effects of global warming is a positive one. This is seen 
in Table 3.3: 
 
Table 3.3: Canada’s initiatives to achieve energy efficiency 
Global warming reduction focus areas Interventions 
Transportation  Use of low-emission vehicles and modes 
 Research and development of fuel cell vehicles 
and other fuel cell and hydrogen technologies 
Housing and commercial/institutional 
buildings 
 Well designed and operated, energy efficient 
houses cost less to heat and cool and provide 
cleaner indoor air 
 Greener commercial and institutional buildings 
Large Industrial emitters (thermal electricity, 
oil and gas, mining and manufacturing) 
 Wind energy production 
 Reduce leakage of methane from natural gas 
pipelines 
 Reduce use of energy in oil sands production 
Renewable energy and cleaner fossil fuels  Incentive for wind power production 
 Green power purchases 
 Cooperation with provinces to reduce barriers to 
interprovincial electricity trade and transmission 
Small and medium-sized enterprises and 
fugitive emissions 
 Improvements in industrial energy  efficiency in 
sectors not covered by proposed emissions 
trading 
Agriculture, forestry and landfills  Promotion of sinks through action plans and 
agriculture policy   
 Green municipal funds for landfill methane 
capture 
International emissions reductions  Investments to improve emissions reduction in  
country 
  
Adapted from: Climate change achieving our commitments together (2011:1-47) 
 
The above table suggests that there are different interventions in place to allow for 
specific global warming reduction focus areas to be addressed in terms of climate 
change and how to reduce its effects in Canada.  The Canadian government is 
responsible for driving these actions and it appears that Canada is proactive in its 
approach to climate change. 
 
3.4.3 France 
In France, a reflection group called the grenelle de l’environment comprises 
representatives from five different stakeholder entities, namely Non-Government 
Organisations (NGOs), employer representatives, trades unions, representatives of 
territorial authorities and members of the government. According to Swart, 
Biesbroek, Binnerup, Carter, Cowan, Henrichs, Loquen, Mela, Morecroft, Reese and 
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Rey (2009:207), this group started to work on six main objectives for a national 
government initiative, namely to: 
 Address climate change issues in terms of managing energy needs; 
 Retain biodiversity and natural resources; 
 Develop a respectful environment in terms of health; 
 Develop sustainable means for production and consumption; 
 Build an ecological democracy; and 
 Ensure ecological development which supports employment and 
competitiveness. 
 
The importance of these objectives was communicated by print and visual media 
throughout France to educate individuals on the importance of climate change and 
how it affects the environment. In terms of emissions, a French person may emit 
three times less than a resident of the US and 25 per cent less than the European 
average mainly due to France‟s fleet of nuclear power plants (French development 
agency 2009:3). Due to France‟s recent success as leader in the reduction of 
emissions, it has recently collaborated with Poland on a 2015 global climate deal 
(Parnell 2013:1). 
 
3.4.4 Germany 
The German Strategy for Adaptation to Climate Change (DAS) constitutes the 
foundation stone for a progressive, medium-term process in which the effects of 
global climate change are to be identified, risks assessed, the required action 
specified, and adaptation measures developed and implemented.  This has created 
a national framework for action and was carried out in Germany‟s international 
responsibilities regarding adaptation to climate change.  The goal of DAS is to 
mitigate vulnerability to the consequences of climate change, and preserve or 
increase the adaptability of natural, social and economic systems. (Adaptation action 
plan of the German strategy for adaptation to climate change plans 2012:5) 
Germany committed itself to cutting its emissions of climate-damaging gases by a 
total of 21 per cent in the period 2008–2012 compared with 1990, taking a large 
share of the total 8 per cent target of emission reductions set by the EU (Klein 
2012:9). Klein (2012:10) reports that Germany has committed itself to percentage 
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reductions by the years 2020 and 2050 on specific contributors to climate change, 
such as to: 
 Reduce its overall domestic GHG emissions by 40 per cent by 2020 compared 
with 1990 and by 80 per cent in 2050; 
 Reduce primary energy consumption by 20 per cent by 2020 and by 50 per cent 
by 2050 compared with 2008; and 
 Reduce energy consumption. Government has fixed a 35 per cent target for 
electricity consumption by 2020 (50% by 2030 and 80% by 2050) and a 30 per 
cent target for final energy consumption by 2030 (60% by 2050). 
 
According to Jungjohann (2012:1), carbon emissions data for Germany was reduced 
in 2011 by 2.1 per cent despite the nuclear power phase-out, owing to an 
accelerated transition to renewable energies and a warm winter. This suggests that 
emissions can be reduced while shutting down nuclear power. By the end of 2011, 
Germany had reduced its CO2 emissions by more than 23 per cent compared to 
1990 levels, overshooting its Kyoto target.  
 
3.4.5 Italy 
Climate change has a huge effect on Italy. It has been proven that Italy‟s climate is 
heating up four times faster than the rest of the world (Goldstein 2011:1). 
Furthermore, Italy‟s government has been very dedicated to their commitment to the 
Kyoto Protocol. As a result, it has implemented legislation to help reach its goal of 
energy emission reduction and help combat its climate change, mainly in the 
following areas (Goldstein 2011:4): 
 Dealing with promotion of alternative energy promotion; and  
 Efficiency of energy storing by the promotion of carbon sequestration. 
 
Banning nuclear energy and creating carbon taxes are specific examples of the effort 
being implemented to assist in the battle against climate change. Dreblow, Duwe, 
Wawer, Donat, Zelljadt and Ayres (2013:6-9) state that the country also has a 
national target which has been set by the government on climate change and 
energy, specifically relating to the: 
 Reduction of GHG emission; 
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 Increase of renewable energy generation through investments that improve 
energy efficiency in buildings, replace inefficient heaters with more efficient ones 
or install heating and cooling systems that use renewable energy;  and  
 Increase in energy efficiency through the use of financial incentives for the 
purchase of low-emission vehicles, and infrastructure plan for electric vehicle 
chargers. 
 
It appears that Italy is attempting to stay ahead of the impact of climate change and 
ensure that there are targets in place in terms of reducing the effects of climate 
change. 
 
3.4.6 Japan 
Japan is the world's fifth largest GHG producer. In 2010, it launched a cap-and-trade 
plan aimed at forcing some 1,300 major organisations, including large office 
buildings, public buildings and schools in the Tokyo metropolitan region, to reduce 
their emissions. Japan has pledged to reduce its emissions by 25 per cent below 
1990 levels by 2020 (NPR News Staff 2011:1). According to Nature Publishing 
Group (2013:1), the key challenge for Japan is to move beyond energy efficiency 
towards a “low-carbon society” and in order to reduce emissions, the Japanese:  
 Put prices on carbon emissions via emissions trading or tax;  
 Promote innovative technology; and  
 Improve regulation and information so that all organisations and people think 
about and use energy in a more efficient way.  
 
Changes in people‟s day-to-day behaviour are also crucial; awareness of the 
problem is the first step. Changes as simple as unplugging electrical appliances, 
turning off taps and using personal shopping bags instead of plastic ones are making 
the Japanese public aware of an important aspect of their climate change plan. 
Japan is even contributing to developing countries, unveiling a five-year plan known 
as the “Cool Earth Partnership” to use ten billion US dollars to combat global 
warming in developing countries. Good planning needs to take place around cities, 
cars and freeways, to ensure that these funds are spent effectively to build a low-
carbon society. (Nature Publishing Group 2013:1). However, according Iwata and 
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Sentana (2012:1), Japan is taking a different approach in terms of tackling the 
challenge of climate change by working with Indonesia and several other Asian 
nations on bilateral carbon-dioxide-offset pacts aimed at both cutting developing 
countries' emissions and promoting Japan's exports of energy-efficient and low-
pollution technology.  
 
3.4.7 Russia 
Russia pledged to reduce its emissions by at least 15 per cent from 1990 levels. This 
pledge was done when the Soviet Union was still in existence, and emissions from 
heavy industry, mostly related to the military, were extremely high. However, Russia 
is still known for having little regard for the environment and for questioning the role 
which humans play in climate change. Although there is a commitment to reduce 
emissions, analysts call the country‟s climate policies a “black hole” (NPR News 
Staff, 2011:1).  
 
Kokorin and Korppoo (2013:5) are of the opinion that because Russia ranks as one 
of the most carbon-intensive economies in the world, this locks the country into its 
technological backwardness, with reduced competitiveness in global markets and 
difficulties in meeting international GHG emission commitments. These authors state 
that until the damage caused by climate change is understood in a more concrete 
manner, it will remain in the shadow of the potential threat of global climate 
mitigation actions to Russia‟s hydrocarbon exports. According to Lioubimtseva 
(2010:10), involvement and visibility in international climate negotiations has been 
long perceived as a question of national pride and an important component of the 
status of superpower. Russia has experienced many challenges in this area, which 
include: 
 Limited public awareness and interest of Russia‟s population in climate change 
policies; 
 Long-standing competition between agencies for leadership control and funding; 
and 
 Limited participation of stakeholders in climate policy formulation and climate 
change not being regarded as an acute environmental problem by Russia‟s 
general public. 
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The information on Russia‟s stance on global warming suggests that this is not a 
pertinent issue for them and thus limited actions have been put in place to reduce to 
the effects of global warming. 
 
3.4.8 United Kingdom 
The United Kingdom (UK) government passed the Climate Change Act in 2008 
which includes legally binding targets for the UK, a carbon-budgeting system and the 
creation of a committee on climate change to advise government (Wittneben & Kiyar 
2009:1128). The UK aims to reduce its GHG emissions by at least 80 per cent (from 
the 1990 baseline) by 2050 by moving to a more energy efficient, low-carbon 
economy. This will also assist the UK in being less reliant on imported fossil fuels 
and less exposed to higher energy prices in the future (Gov.UK 2012:1). In order to 
ensure that the government policies contribute effectively to GHG reduction targets, 
Table 3.4 indicates what is being done so far. 
 
Table 3.4: UK plans to effectively reduce GHG 
Plan UK GHG actions 
Set national policy and strategy  Set carbon budgets to limit amount of greenhouse gases to 
meet standards 
 Use statistics on GHG emissions and further evidence, 
analysis and research to inform energy and climate change 
policy 
 Use EU Emissions Trading Scheme (EU ETS) to deliver a 
significant proportion of  UK‟s carbon emission reductions 
between 2013 and 2020  
 Use a set of values for carbon to make sure project and 
policy appraisals account for their climate change impacts 
Reduce demand for energy   Reduce demand for energy with smart meters and other 
energy-efficient measures for industry, businesses and 
public sector 
 Reduce emissions by improving energy efficiency of 
properties through the green deal 
 Provide incentives for public and private sector organisations 
to take up more energy-efficient technologies and practices 
through the CRC energy efficiency scheme 
 Reduce GHG‟s and other emissions from transport 
 Reduce GHG emissions from agriculture 
Invest in low-carbon 
technologies 
 Increase use of low-carbon technologies and create an 
industry for carbon capture and storage 
 Reduce emissions from power sector and encouraging 
investment in low-carbon technologies by reforming 
electricity market 
 Provide over £200 million of funding for innovation in low-
carbon technologies from 2011 to 2015 
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Plan UK GHG actions 
Report carbon emissions 
publicly  
 Measure and report environmental impacts 
 Request local authorities to measure and report GHG 
emissions 
 
Adapted from: Gov.UK (2012:1) 
 
Not only are there proactive initiatives indicated in Table 3.4, but the UK is also 
involved in the challenge of climate change by means of (Miliband 2010:39): 
 Transforming the power sector by promoting clean energy technologies and 
investment in smarter energy systems; 
 Transforming homes and communities by promoting a range of initiatives to help 
householders save energy, cut bills and reduce emissions; 
 Transforming work-places and jobs by improving on energy use and efficiency; 
 New transport options by switching to new technologies and cleaner fuels, 
promotion of lower carbon choices; 
 Effective long-term delivery by introducing carbon budgets across all government 
departments, and 
 Involvement in global action in key sectors by phasing out inefficient fossil fuel 
subsidies in terms of energy. 
 
This discussion indicates that the UK has a proactive approach in terms of reducing 
their GHG emissions. 
 
3.4.9 Sweden 
Sweden's Minister of Trade supports international standards for tackling climate 
change and indicates that climate standards could assist in spreading climate-
friendly knowledge and technology, support innovation, enhance knowledge in 
climate friendly technology, increase market opportunities, and in the long run, boost 
economic growth and welfare (Bird 2009:1). Swedish government bills specify a 
number of targets for climate and energy policy to be achieved by 2020 (Ministry of 
Enterprise, Energy and Communications Ministry of the Environment 2009:3): 
 A 40 per cent reduction in climate emissions in the non-trading sector (i.e. 
activities not included in the EU emissions trading scheme); 
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 50 per cent renewable energy; 
 20 per cent more efficient energy use; and 
 10 per cent renewable energy in the transport sector. 
 
Furthermore, Sweden has set out an action plan on climate and energy conservation 
which is shown in Table 3.5. 
 
Table 3.5: Action plan on climate and energy conservation 
Action plans Targets 
Renewable energy  Raise level of ambition in  electricity 
 Facilitate grid connections for renewable electricity 
 Plan framework for wind power 
Energy efficiency  Reduce information and knowledge gaps in order to make 
households and organisations aware of opportunities to save 
money, energy and environment  
Fossil-fuel independent vehicle 
fleet 
 Policy instruments to put prices on greenhouse gas 
emissions 
 Benefits for cars with low environmental impact running on 
alternative fuels 
 Increased blending of renewable fuel in petrol and diesel  
 Explore initiatives for plug-in-hybrids and electrical vehicles  
 
Adapted from: Ministry of Enterprise, Energy and Communications Ministry of 
the Environment (2009:3) 
 
Sweden not only has these initiatives in place for organisations and the general 
public, but has also looked at ways in which to reduce the emissions in aviation and 
has certain targets which have been set, namely (Action plan of Sweden 2012:12): 
 reduce fuel consumption and CO2 emissions by 50 per cent ; 
 reduce nitrous oxides emissions by 80 per cent;  
 reduce perceived external noise of 50 per cent; and 
 improve environmental impact of the lifecycle of aircraft and related products. 
 
The above suggests that there are many plans in place to tackle the challenge of 
climate change in Sweden. 
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3.4.10 Australia 
Australia has set a national goal of reducing GHG emissions by 5 per cent below 
2000 levels by 2020. This country also agreed to hold the growth in its GHG 
emissions to 8 per cent above 1990 levels for the 2008-2012 period. Australia met 
these targets, mostly by reducing deforestation and land clearing. In November 
2011, Australian lawmakers approved an ambitious carbon-trading plan which is the 
world's largest outside Europe. Under this plan, Australia's 500 worst polluters would 
be forced to pay a tax on every ton of carbon they emit, commencing in July 2012. 
By 2015, the nation plans to move to a full-on, market-based carbon trading system. 
The country has indicated that it plans to link its carbon market to one set up in 
neighbouring New Zealand. (NPR News Staff 2011:1). Australia has developed a 
national climate change adaption framework, driven by their Minister of 
Environmental Affairs, which highlights the actions needed in order to reduce the 
effects of global warming as shown in Table 3.6. 
 
Table 3.6: Australia’s national climate change adaption framework 
Areas targeted Action plans 
Water resources  Research to address key knowledge gaps about climate change and water 
resources to implement the National Water Initiate and other water 
management initiatives such as: 
o High quality projections of climate variables relevant to supply and demand of 
water resources 
o Understanding impacts of climate change on water resources and dependent 
ecosystems 
o Methods and approaches to integrate climate change related risks into water 
management 
 Working with the water industry‟s to ensure that climate change impacts and 
risks are incorporated into water resource and infrastructure planning and 
management including: 
o Assessing implications of changes in extreme rainfall events for water 
infrastructure 
o Reviewing and updating the estimates of Probable Maximum Precipitation 
and rainfall extremes 
o Reviewing major dam safety policies to accommodate the impacts of climate 
change 
Coastal regions  Undertaking a comprehensive national assessment of Australia‟s coastal 
vulnerability building on the first pass assessment to include: 
o Develop and implement a national web site for information, maps, tools and 
products 
o Map geomorphology and coastal ecosystem information to the national digital 
elevation model 
o Identify and address knowledge gaps for coastal vulnerability including 
system thresholds, interaction between climate events, socio-economic 
impacts 
o Develop and apply models of analysing regional vulnerability and responses 
to climate change 
o Assess vulnerability for priority regions or systems 
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Areas targeted Action plans 
 Identifying vulnerable coastal areas and applying appropriate planning 
policies, including ensuring the availability of land for migration of coastal 
ecosystems 
Biodiversity  Reviewing the National Biodiversity and Climate Change Action Plan 
o Establishing a national program to understand the impacts of climate change 
on biodiversity, synthesising existing knowledge and commissioning research 
on terrestrial, aquatic and marine & estuarine ecosystems with a focus on: 
 Analysis of changing distribution and phenology 
 Interactions and combined impacts of climate change and other threatening 
processes 
 Identification of critical thresholds for natural ecosystems and approaches to 
increasing resilience to impacts of climate change 
 Implications of climate change for existing strategies, such as National 
Reserve System and planning for threatened and migratory species and 
ecological communities 
 Providing practical guidance on how to integrate existing and emerging 
knowledge about climate change into management of disturbance regimes 
(fires, floods, invasive species, cyclone disturbance) in areas managed for 
biodiversity conservation 
 Assessing vulnerability of Australia‟s World Heritage and other properties of 
international significance to the impact of climate change 
 Finalising and implementing key steps in climate change action plan for Great 
Barrier Reef 
Agriculture  Implementation of the adaptation components of the National Agriculture and 
Climate Change Action Plan, as released by the Natural Resource 
Management Ministerial Council in August 2006 to include: 
o Supporting research to improve understanding of implications of climate 
change for agriculture at the national, sectoral and regional levels 
o Increasing resilience of farming systems and regions to climate change, and 
help agribusinesses identify where changes may be needed for longer-term 
investment strategies 
o Enhancing current programmes and structures to incorporate climate change 
adaptation considerations into natural resource management, rural support 
and adjustment, research and development and plant and animal health, pest 
and weed policies and programmes, and environmental management 
systems 
o Developing decision support tools, pilot adaptation options, inform and 
encourage adaptation, and engage industry in participatory research, 
communication and review 
Fisheries   Developing a climate change and fisheries action plan, to be considered 
through the Natural Resource Management Ministerial Council and Primary 
Industries Ministerial Council 
 Addressing major knowledge gaps on impact of climate change on wild catch 
fisheries and aquaculture to include analysing impact of changing sea 
temperatures, ocean acidification, currents and wind on: 
o Distribution and abundance of marine species 
o Vulnerability and resilience of marine systems 
o Ocean productivity 
o Social and economic systems using marine environments 
Forestry  Developing a climate change and forestry action plan under the Primary 
Industries Ministerial Council and Natural Resource Management Ministerial 
Council to include: 
o Identifying information needs and research priorities 
o Identifying key areas of impacts and vulnerability and potential 
o Adaptation options 
o Integrating climate change considerations in forestry policy and programme 
development; 
o Developing communication strategies 
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Areas targeted Action plans 
 Addressing major knowledge gaps on impact of climate change on forestry 
and the vulnerability of forest systems to include assessing implications of 
climate change for: 
o Native and plantation forests used for timber production 
o Capacity of forest systems to sequester carbon 
o Role and impacts of forests in natural resource management 
o Social and economic aspects of forests and forestry 
Human health  Researching climate change impacts on physical and mental health and 
identify key vulnerabilities 
 Incorporating information on climate change impacts on health into 
community and public health education programs 
 Developing and implementing heat wave warning and response systems 
 National health and medical research council to increase its focus on 
research on climate change and health 
 Development and implementation of an action plan by the sport and 
recreation ministers‟ council to assess and develop strategies to address 
impacts of climate change on sporting and recreational activities 
Tourism  Development of an action plan by the Tourism Ministers‟ Council in 
partnership with industry stakeholders to assess the impacts of climate 
change on tourism and tourism values (physical, social and economic), 
including working with industry and community stakeholders to develop 
adaptation strategies 
Settlements, 
infrastructure 
and planning 
 Identifying and addressing impact of climate change on major infrastructure 
 Developing partnerships with the insurance and finance industries 
 Establishing programmes to support local government in adapting to climate 
change including a toolkit 
Natural disaster 
management 
 Research to improve knowledge on nature and expected extent of changes to 
existing risk profiles as a result of climate change for key events such as 
bushfires, flooding, cyclones, storm surges, wind and hail damage 
 Incorporating climate change impacts into planning for natural disaster 
response management, specifically the risk and changing behaviour from 
bushfires, flooding, cyclones, storm surges, wind and extremes in 
temperature 
 
Adapted from: Department of climate change and energy efficiency (2007:23-27) 
 
Table 3.6 clearly indicates that Australia has extensive action plans for dealing with 
climate change across all areas of the country. 
 
3.4.11 Brazil 
Brazil is aiming to reduce its emissions to 1994 levels and cut deforestation by 80 
per cent from historic highs by 2020. This country‟s national climate change plan is 
focused on expanding renewable electric energy sources and increasing the use of 
biofuels in the transportation industry. The country is also focusing heavily on 
reducing deforestation rates and is hoping to eliminate illegal deforestation and bring 
the net loss of forest coverage to zero by 2015. (NPR News Staff 2011:1).  Brazil has 
committed in their national plan on climate change to (Amin 2009:1): 
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 Reduce deforestation in the Amazon by 70 per cent by 2020 by saving 4.8b 
billion tons of carbon over the 12 years; 
 Increase concentrations of ethanol in the fuel mix for cars by 11 per cent each 
year;  
 Increase co-generation from 0.5 per cent to 10 per cent by improving efficiencies, 
representing a saving of around 100 million tons of carbon;  
 Increase hydroelectric energy generation by replacing more existing energy 
supplies from fossil fuels;  
 Increase reforestation from 5 to 11 hectares which will result in doubling the 
current rate of reforestation, including in indigenous areas; 
 Plant more trees at a faster rate than those being chopped down by 2015;  
 Certify wood and forest management to fight illegal sales of wood from the 
Amazon;  
 Make available specific resources to fund adaptation and fight desertification; and  
 Create the Amazon Fund to fight deforestation supported by one billion euros, 
from Norway, Germany and 100 million pounds from the UK. 
The above discussion indicates that Brazil has extensive action plans for dealing 
with climate change across all areas of the country. 
 
3.4.12 China 
China has not made any pledges to reduce its carbon emissions because, as its 
economy grows, emissions will increase. Although there are no formal pledges, 
China has promised to become at least 40 per cent more energy-efficient by 2015. 
China is the world's biggest producer and consumer of coal, the greatest emitter of 
GHGs and the second-largest consumer of energy. However, it is also a developing 
nation, which means that, like other developing nations, it is not required to lower its 
emissions under the Kyoto Protocol. Still, China's coal resources are not endless, 
and as the country finds itself importing more fossil fuel to power its growth, it is also 
aggressively pursuing renewable energy sources. Chinese leaders have said that 
they want non-fossil fuels to account for 15 per cent of the nation's energy sources 
by 2020. Under a law passed in 2005, Chinese power grid organisations are required 
to purchase a certain percentage of their total power supply from renewable energy 
sources. China provides extensive subsidies to its clean energy sector, and like the 
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US, hopes that green technology jobs can fuel future growth. (NPR News Staff 
2011:1). Although this paints a bleak picture for China, it has emerged as the world's 
renewable energy powerhouse, taking ambitious strides to add renewable energy to 
its mix in 2012 (Duggan 2013:1). Furthermore, China has made policies and actions 
for mitigating climate change as can be seen in Table 3.7. 
 
Table 3.7: China’s mitigating plans and actions for climate change  
Mitigating mechanisms Action plans 
Adjust industrial structure 
 
 Transform and upgrade traditional industries 
 Support development of strategic and newly emerging industries 
 Vigorously develop the service industry 
 Speed up elimination of backward production capacity 
Conserve energy and 
improving energy 
efficiency 
 
 Enhance assessment and management of energy conservation 
 Improve standards of energy efficiency 
 Promote energy conservative technologies and products 
 Carry out key energy-saving projects 
 Develop a circular economy 
 Promote energy performance contracting 
 Implement fiscal and tax incentives 
Optimise energy structure  Accelerate development of non-fossil fuel 
 Promote clean utilisation of fossil fuel 
Increase carbon sinks  Enhance forest carbon sinks through accelerating afforestation, 
improving forest management, strengthening forest resources 
administration, enhancing forest disaster prevention and control, 
and fostering emerging forestry industries 
 Enhance grassland carbon sinks 
 Enhance carbon sinks in other fields such as farming technology 
 
Adapted from: The National Development and Reform Commission, The People‟s 
Republic of China (2012:39) 
 
The above discussion suggests that China, as one of the world‟s largest producers 
of carbon emissions, has had a change of heart and has put in place certain 
mitigation actions to lessen the effects of climate change on the environment. 
 
3.4.13 India 
India, similar to China, will not commit to reducing its carbon emissions because it 
maintains that such a commitment would hurt efforts to bring millions of its citizens 
out of poverty. However, it has agreed to increase its energy efficiency by 20 per 
cent by 2015. India has set an ambitious goal of having 20 gigawatts of solar power 
online by 2022. A gigawatt of electricity is enough to power a small city. In 2010, the 
country started levying a carbon tax on coal to help subsidise renewable energy 
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projects. (NPR News Staff 2011:1). India has put a national plan in place to address 
climate change which focuses on (Government of India, Prime Minister‟s Council on 
Climate Change 2008:2-5): 
 Solar mission by increasing their share of solar energy; 
 Enhanced energy efficiency by shifting to energy efficient appliances, developing 
fiscal instruments and introducing energy trading in large organisations; 
 Sustainable habitat by improving energy efficiency in buildings, management of 
solid waste and shifting to model transport;  
 Water mission by optimising water efficiency, expanding irrigation, increasing 
storage capacities, incentive introduced to promote water technologies; 
 Sustaining Himalayan ecosystem by evolving management measures for 
sustaining and safeguarding the Himalayan glacier and mountain ecosystem; 
 Greening India  by afforestation of six million hectares of degraded forest land; 
 Sustainable agriculture  by developing new varieties of crops, cropping patterns 
capable of withstanding long dry spells, flooding, and 
 Strategic knowledge of climate change by identifying challenges and responses 
to climate change and the funding of high quality focused research into various 
aspects of climate change. 
 
The above discussion suggests that India has acknowledged the challenge of global 
warming and put in place certain mitigation actions to lessen the effects of climate 
change on the environment. 
 
3.4.14 Indonesia 
Indonesia has pledged to cut emissions by 26 per cent by 2020 from the levels of 
2010. Indonesia is home to vast swaths of tropical forests, which suck up 
atmospheric carbon.  However, these forests are being demolished at an alarming 
rate, which results in a huge amount of carbon being released into the atmosphere. 
(NPR News Staff 2011:1). Some progress has been made in terms of dealing with 
the current issue of deforestation with the implementation of a moratorium on new 
licences for the exploitation of primary forests. Furthermore, The One Billion 
Indonesian Trees for the World programme has resulted in 3.2 billion trees being 
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planted so far.  Indonesia has also passed a law that permanently protects 35 per 
cent of their tropical rainforest. (Gobel 2010:2). 
 
It seems that little progress has been made in Indonesia towards reducing global 
warming, although they have made an attempt to plant trees.  
The following section summarises the global warming reduction actions undertaken 
by all the countries discussed in the previous sections. 
 
3.4.15 Summary of global actions to address the effects of global warming  
There are various global warming reduction actions addressed within various 
countries as indicated in Table 3.8. 
 
Table 3.8: Global actions to address the effects of global warming 
 
Key: Canada (C); France (F); Germany (G); Italy (IT); Japan (J); Russia (R); Sweden (S); Australia 
(A); Brazil (B); China (C); India (IND); Indonesia (IN) 
 
Adapted from: NPR News Staff (2011:1) 
 
From Table 3.8, it is evident that many countries have actions in place to ensure the 
reduction of the effects of global warming. However, there is a clear distinction 
between actions taken by developed countries as opposed to developing countries. 
There seems to be a general consensus on reducing GHG emissions, together with 
putting a carbon trading plan in place.  As the current study is conducted in South 
Africa, the next section will focus on the stance of South Africa on global warming 
reduction. 
 
 
Global warming reduction actions US C F G IT J R UK S A B C IND IN 
Cut greenhouse gas emissions X X X X X X X X X X X    
Carbon tax plan X X X X X X  X X X  X   
Reduce deforestation          X X X X X 
Increase energy efficiency X X X X X X  X X X X    
Increase use of renewable 
resources 
 X X X X X  X X X  X X  
Cogeneration  X      X X  X X   
Cut transportation X X X X    X X X     
Recycling X X X X X   X X X X    
Transportation alternatives X X X X X   X X X X    
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3.5  SOUTH AFRICAN LEADERSHIP IN GLOBAL WARMING REDUCTION 
In April 2005, Marthinus van Schalkwyk, Minister of Environmental and Tourism at 
the time, said: 
“There is no greater asset for humanity than the long-term health and well-
being of our planet. There can be no goal more crucial to our survival than the 
protection and nurturing of our natural environment. One of our most urgent 
challenges as the global community is to convince all nations to join and 
support the international effort to reduce the emissions of greenhouse gases. I 
have no doubt that the next few years will be crucial to move us out of an 
approach of stalling, of avoidance and of excuses to one where we all accept 
our responsibility to deal with climate change within an inclusive multilateral 
international framework. Climate change is a global scourge and requires a 
unified global partnership in action.”  (Raubenheimer 2011:1). 
 
The preceding statements suggest that South Africa takes a firm stance on global 
warming and the resultant climate change.  At the 2011 United Nations Climate 
Change conference (COP17), President Jacob Zuma indicated that climate change 
was hitting Africa harder than most other nations (Loewe 2011:1).  The importance of 
addressing global warming in South Africa will be discussed in the next section. 
 
3.5.1 Importance of addressing global warming in South Africa 
President Zuma indicated that African poverty and vulnerability was indelibly linked 
to climate change; the implication being that suffering caused by Africa‟s climate 
change was a global responsibility, with consequential financial and technology 
implications for the wealthier, high-carbon emitting nations (Loewe 2011:1). At the 
2001 Intergovernmental Panel on Climate Change (IPPC), it was already stated that 
in a country such as South Africa, the threat of climate change is particularly critical 
at a national level where it will have an impact on water supply, biodiversity and food 
security (IPCC 2001:498).  Not only in South Africa, but Africa as a whole, is seen to 
lack the capacity to act proactively to climate changes as a result of global warming 
(IPCC 2001:491& 2007:248). Although South Africa has made strides in terms of 
introduction of climate change reduction initiatives, it is seen as vulnerable due to the 
following factors (COP17/CMP 17 United Nations 2012a:1): 
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 A vast proportion of the population has low resistance to extreme climate 
events such as poverty, high disease burden, inadequate housing infrastructure 
and location; 
 Low and variable rainfall in some provinces; 
 A large portion of surface water already allocated; and 
 Agriculture and fisheries are important for food security and livelihoods of local 
communities. 
 
Finlay (2000:81) states that environmental exploitation and sustainability is of long-
term concern in South Africa. The natural environment has become an important 
variable in current competitive scenarios, and organisations are developing new and 
innovative ways to enhance their global competitiveness (Lin & Ho 2008:17).  The 
pertinent question which organisations should address is what the effects on South 
Africa will be if climate change is not addressed and the country‟s people continue to 
live in the way they are currently doing.  It is suggested that the following may occur 
if no changes are made to the manner and habits of the population (COP17/CMP 17 
United Nations 2012b:1): 
 Coastal region temperatures will increase by 4 degrees centigrade in the next 
63 years and by 7 degrees centigrade in the interior region; 
 Rainfall patterns will change significantly, resulting in changes to water 
availability; 
 The grasslands, fynbos and karoo, which form part of the country‟s biodiversity, 
will be severely impacted and could face extinction; 
 Small-scale and homestead farmers in dry lands will be most vulnerable due to 
the reduction of available water; 
 Maize and fruit production will decrease; 
 Commercial forestry because of the increased wildfires and water availability in 
the south-western region will decrease; 
 Rangeland vulnerability to bush encroachment, which in turn reduces grazing 
lands;  
 Spread of alien invasive species will impact negatively on water resources; 
 Rising of sea levels and warming of certain currents could impact negatively on 
sea creatures; and 
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 Severity of extreme weather events will increase and along with this, damage 
costs relating to extreme weather events (floods, fire, storms, drought). 
 
Based on the information regarding climate change and South Africa, it is evident 
that if nothing is done to change the behaviour of South Africans in terms of being 
more knowledgeable about environmental issues, the country could face serious 
repercussions. This suggests that is vital for South Africans to start viewing their 
actions towards the environment in a different manner. 
 
In the following section, South Africa‟s progress with environmental sustainability 
management will be highlighted. 
 
3.5.2 Environmental sustainability management in South Africa 
South Africa has made significant progress with environmental management in the 
last decade by implementing policies, laws and strategies that focus on sustainable 
development and environmental preservation to reduce the effects of global warming 
(Engel 2008:1). In the next sections these policies, laws and strategies will be 
discussed. 
 
3.5.2.1 Environmental policies and laws 
In South Africa, environmental sustainability has been addressed in the King III 
report as one of the triple bottom-line principles (Carroll & Buchholtz 2000:57). Van 
Wyk and Deegan (2009:1) indicate that both large and small businesses have to 
adhere to the principles of the King III report which states that sustainability is the 
primary moral and economic imperative of the 21st century. It is one of the most 
important sources of both opportunities and risks for business. Nature, society, and 
business are interconnected in complex ways that should be understood by decision-
makers (Trialogue 2013:1). Listed organisations on the Johannesburg Stock 
Exchange need to adhere to the King III report by reporting on environmental 
aspects, since this is now required by local government legislation (Institute of 
Directors in Southern Africa 2009:10,57) 
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3.5.2.2 Environmental strategies 
South Africa‟s economy is predominantly driven by the mineral extraction and 
processing, which in itself presents challenges in terms of energy efficiency 
(Bissoon, 2012:1).  South Africa is highly dependent on coal; about 90 per cent of its 
electricity comes from burning the fossil fuel and it is a major contributor to GHG 
emissions in Africa (NPR News Staff 2011:1). This is echoed by Bond, Dada and 
Erion (2007:8) who observe that South Africa is one of the largest producers of GHG 
emissions in the world, and that 90 per cent of the energy it generates comes from 
the combustion of coal which contains more than 1 per cent sulphur and more than 
30 per cent ash. This suggests that energy usage is high in South Africa (NPR News 
Staff 2011:1). 
 
a) Energy reduction 
Not only is South Africa cutting down on energy usage in the mineral sector and 
making a positive contribution towards the reduction of the GHG as an effect of 
global warming, but it is also doing so in the retail sector.  Figure 3.5 illustrates the 
energy mix for 2010 versus the proposed energy mix for 2013.   
 
Figure 3.5: Energy mix 2010 versus proposed energy mix for 2013 
 
Adapted from: Bissoon (2012:1) 
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As can be seen in Figure 3.5, South Africa is slowly implementing cleaner energy 
options and more energy-efficient alternatives. Bissoon (2012:1) states that 
approximately 93 per cent of power in South Africa was generated in 2010 from coal-
fired power stations, with the balance of power generation made up of nuclear (5%) 
and hydro-electric pumped storage and gas-turbine power (2%).   
 
b) Carbon capture and storage 
The South African cabinet endorsed the carbon capture and storage (CCS) roadmap 
to reduce carbon dioxide emissions, together with the integrated resource plan for 
electricity 2010-2030 to reduce energy consumption to reduce climate change (Sapa 
2012:1). CCS can reduce CO2 emissions by 80 per cent to 90 per cent, particularly 
CO2 from sources such as electricity generation plants, coal-to-liquid plants and 
cement manufacturing plants. CCS involves capturing CO2 from a point source such 
as a power station or coal-to-fuel plant, transporting it (usually by pipeline) and 
pumping it down a borehole into porous rock formations deep underground, where it 
is contained and stored.  With these plans in place, South Africa expects its GHG 
emissions to peak between 2020 and 2025, and remain thereafter unchanged for a 
decade before dropping off. By 2020, South Africa aims for emissions to top out at 
levels 34 per cent lower than if no actions were taken. (NPR News Staff 2011:1).  
 
c) Green technology 
Green technology is essential to guarantee South Africa's energy security and 
reduce reliance on imported oil according to the Water And Environmental Affairs 
Minister (Sapa 2013:1). Furthermore, the Minister stated at the launch of a public-
private pilot test project for an emission-free electric car that because the transport 
sector contributes around 20 per cent of worldwide carbon emissions, electric cars 
represented a "green transition" in the automotive industry, and an opportunity to be 
exploited. Not only is this positive for the environment, but it will create opportunities 
in terms of job creation across sectors in South Africa. Not only was the Water And 
Environmental Minister involved in this, but the Energy Minister indicated that the 
pilot project formed part of government's pledge to reduce GHG emissions by 34 per 
cent by 2020.  This will also assist in lessening the dependence on fossil fuels in 
South Africa. (Sapa 2013:1). Montiea (2013:1) confirms that The Department of 
Water and Environmental Affairs has indicated that green technology is essential to 
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guarantee South Africa‟s energy security and reduce reliance on imported oil. This 
transition to a low-carbon and sustainable economy could create large numbers of 
green jobs across many sectors of the economy, and therefore becoming an engine 
for development. 
 
d) Carbon tax 
Not only is cabinet involved in the decisions around the reduction of global warming, 
but the South African Finance Minister also included some information in the budget 
speech which was presented earlier in 2013. Environmentalists had mixed reactions 
to the Finance Minister‟s introduction of a carbon tax from 2015 and other 
environmental proposals as South Africa aims to limit the impact of climate change. 
(Alfreds 2013:1). Carbon tax is a form of pre-emption against similar types of taxes 
being imposed on South African exports. A carbon tax also allows to gradually adjust 
to what is likely to become standard in the major global economy. Furthermore, the 
introduction of the carbon tax is seen as the first step in addressing one of the 
causes of climate change and the South African government will need to ensure the 
effectiveness of a carbon tax by examining the implications for different sectors, 
implementation measures, and the smooth facilitation of the move away from fossil-
intensive energy sources towards cleaner, renewable energy. (World Wide Fund 
South Africa 2013:1). 
 
According to the World Wildlife Form South Africa, the implementation of such a 
carbon tax should broadly achieve the following (Fin24 2013:1): 
 High levels of resource efficiency;  
 A shift towards less energy and fewer carbon-intensive economic sectors, 
which can generate economic wealth and create jobs;  
 Diversification of the country‟s export base and competitiveness through new 
technologies, goods and services;  
 De-risking of investments from climate change and high-carbon dependence;  
 Transformation of the energy sector to realise a combination of benefits 
including reduced GHG emission, enhanced energy security, energy efficiency, 
improved affordability of energy, lower long-term inflationary effects from coal 
and oil dependency; and  
 Secure funding and reduced investment risk. 
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From the above, it is evident that the South African government is involved in global 
warming reduction activities through the introduction of several initiatives. The 
various motivations for implementing environmental sustainability strategies are 
indicated in the following section. However, relatively few organisations in South 
Africa have implemented a climate change policy. According to a study conducted in 
2004 among managers of the top 500 organisations in the world, 80 per cent of 
respondents considered that their organisation would be affected by the 
consequences of global warming and the ensuing regulations (Boiral 2006:331).  
O‟Connor (2012:1) comments that in 2013, 57 per cent of Fortune 500 organisations 
reported their performance on environmental issues, which suggests that these 
organisations are becoming more aware of the consequences of global warming 
affecting their organisation.  This is supported by Coleman (2011:1) who states that 
Fortune 500 organisations are taking action by proactively and strategically 
addressing climate and carbon challenges in order to gain competitive advantage. 
This suggests that leaders of these organisations are aware that their organisations 
are being affected by the consequences of global warming. 
 
In the following sections the strategies of two of the most prominent global warming 
campaigning organisations in South Africa will be outlined. 
 
3.5.3 South African global warming reduction leading organisations 
Two South African organisations which are prominent in media and in-store 
campaigning in terms of what they are doing to reduce the effects of global warming, 
are Pick n Pay and Woolworths.   
 
3.5.3.1 Pick n Pay 
Pick n Pay has recognised and identified climate change and the carbon emissions 
which contribute to this global challenge as not only presenting a risk to the 
organisation, but to the broader aspects of sustainability.  Alsfine (2008:1) states that 
there are four pillars upon which Pick n Pay have based their business strategy, 
environmental sustainability being one of the pillars.  In terms of sustainability, Pick n 
Pay focus on climate change and carbon emissions, waste minimisation, recycling 
and packaging, energy consumption, and sustainable product sourcing and 
development as shown in Table 3.9. 
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Table 3.9:  Pick n Pay model of sustainable business actions 
Focus areas Business actions 
Climate change and 
carbon emissions 
 Drive energy efficiency and reduce carbon footprint 
 Ensure all our cleaning chemicals are safe for people and environment 
Waste minimisation  Pilot project to separate waste at source in stores, with aim of 
adopting it as standard operating procedure to improve ability to divert 
organic waste into composting pilot projects 
 Be a water-wise retailer and participate in Carbon Disclosure Project 
Water Programme 
Recycling and 
packaging  
 Reduce amount of packaging used for corporate branded products 
 Partner with large suppliers to influence how they package products 
and construct in-store displays 
Energy consumption  Monitor intensity (KWH consumption per m
2
) of usage over time 
across all our stores 
 Have one specific distribution centre with roof-mounted photovoltaic 
cells to use for battery charging and external lighting and signage 
 Ongoing energy efficiency project to include: behavioural change, 
trading area lighting and refrigeration plant control 
Sustainable product 
sourcing and 
development 
 Help suppliers assess and build resilience to environmental risks 
facing their operations, including climate change 
 
Adapted from: Pick n Pay Sustainable Report (2013:22-25) 
 
Table 3.9 specifies Pick n Pay‟s five focus areas of climate change and carbon 
emissions, water minimisation, recycling and packaging, energy consumption and 
sustainable product sourcing and development. These have certain business actions 
which are in place to assist in making the organisation more sustainable. 
 
Pick n Pay‟s sustainable development vision and action plan aims to reduce its 
overall carbon footprint and specifically its energy consumption by 20 per cent a 
square metre of trading space (Alsfine 2008:1).  They aim to also increase their 
trading footprint by 12 per cent.  The targets for each of their sustainability focus 
areas are shown in Table 3.10. 
 
Table 3.10:  Focus area target reductions 
Focus areas Target reduction 
Climate change and carbon 
emissions 
 Short-term reduction target of 15% in CO
2
 emissions by 
2015 
Waste minimisation  Send zero waste to landfill by 2015 
Two pronged approach: recycling 
and packaging-supplier and own 
products  
 Corporate-brand portfolio been reviewed and baselines 
set  once reviewed in 2013 
 A 30% reduction in packaging in supply chain by 2015   
Energy consumption  On-going improvement 
 Reducing our electricity consumption by 40% against the 
2010 baseline by 2016 
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Focus areas Target reduction 
Sustainable product sourcing and 
development 
 Sell 100% sustainably sourced fish by 2016 
 
Adapted from: Pick n Pay Sustainable Report (2013:22-25) 
 
Table 3.10 indicates that Pick n Pay has specific focus areas with specific reduction 
targets which need to be met within a specific period. 
 
3.5.3.2 Woolworths 
Dos Santos (2011:389) uses the model of Wagner and Svensson (2010:1) to outline 
Woolworths‟ sustainable business focus areas and business actions as depicted in 
Table 3.11. 
 
Table 3.11:  Woolworths model of sustainable business actions 
Focus areas Business actions 
Driving forces  Focus on target market that is concerned of well-being of planet 
 Innovate, enhance brand, increased efficiencies and cost savings 
Purchasing policies  Source from natural ecosystem 
 Organically produced products such as wool, eggs, etc 
 No green washing 
Value-adding processes   Labelling of fish products to ensure consumer makes more 
environmentally friendly choice 
 New refrigeration system to reduce CFCs 
 Green label to indicate if garments are wool, bamboo fibre or 
fleece made from recycled plastic bottles 
Intermediaries and transport  Ensure warehouses are strategically located to reduce fuel 
consumption  
 Distribution centres use natural lighting 
 Recycling of heat from refrigeration plant 
 Solar- heated water used in ablution facilities 
 Evaporative cooling in refrigeration plant to save energy 
 Grass grown on certain portions of roof to prevent “urban heating 
island effect”  
 Facilitate storm water and efficient use of water  
Retail practices  5 year plan introduced in Woolworths‟ Good Business Journey 
 Consumers are encouraged to assist in global warming effect 
reduction 
 Reduce, reuse, recycle and compost packaging 
 Market place  Consumers feel good about contributing to environmental 
protection 
 Encourages brand loyalty, repeat purchases 
 Informs consumers on environmental issues 
 
Adapted from: Dos Santos (2011:386-389) 
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Table 3.11 illustrates that Woolworths South Africa has a proactive approach in 
assisting to reduce the effects of global warming in their organisation.  
 
From the above, it is suggested that although South Africa still has a long way to go 
in terms of ensuring the effects of global warming are reduced, some organisations 
in the country are starting to make a positive contribution to ensuring there are 
enough resources for future generations. In the following section, more information 
on what motivates organisations such as Pick n Pay and Woolworths to implement 
environmental sustainability strategies to reduce global warming, is provided. 
 
3.6  MOTIVATION FOR ENVIRONMENTAL SUSTAINABILITY STRATEGIES  
Environmental problems are real and urgent for the planet. The financial, managerial 
and competitive implications of a sustainable view must be analysed.  Customers 
and other stakeholders also expect that organisations report on how they address 
sustainability (Isaksson & Steimle 2009:168). Aragón-Correa and Rubio-López 
(2007:375) identified three push factors towards environmental sustainability namely:  
 Pressures from society (especially legal pressures);  
 Sense of social responsibility and ethical responsibility among executives; and  
 Business opportunities emerging from proactive environmental strategies.  
 
Boiral (2006:328) observes that internal business opportunities have been identified 
which generate useful organisational capabilities such as continuous innovation, 
employee motivation and stakeholder management and obtaining a good reputation 
with customers, suppliers and authorities. The benefits of being recognised as a 
green organisation according to Chen (2011:384) are:  
 Improving the image (reputation and brand) of the organisation;  
 Leading to greater customer loyalty; 
 Improving the bottom line;  
 Attracting better quality staff who will have a sense of pride as they operate in a 
healthier and more comfortable workplace; and 
 Improving the relationships with local communities. 
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Green organisations can also be viewed in a positive manner by future employees 
and so become a preferred employer (Miller & Buys 2008:555-556). The 
organisation can also gain employees with high morals who produce quality work 
and will work for a long time in the business, thereby reducing recruitment costs 
(Freemantle & Rockey 2004:19).  Furthermore, organisations can enhance their 
competitiveness through improvements in their environmental performance to 
comply with environmental regulation, to address the environmental concerns of 
customers and to have a lesser environmental impact on their product and service 
activities (Lin & Ho 2008:17). 
 
3.7 SUMMARY  
Literature suggests that global warming is a contentious issue not only in South 
Africa, but globally. The brief history of global warming suggests that this 
phenomenon has been in existence for some time, and its effects have grown over 
the past decades.  However there have been climate change policies developed and 
implemented; these were discussed together with possible actions from a 
managerial, technical and socio-political perspective.  
 
As environmental sustainability strategy is important, this was examined. It was 
found that having a strategy is important for addressing environmental issues, but 
these issues need to be measured at the same time. Implementation tactics were 
looked at from a global perspective, detailing the actions of G8 and EU countries to 
address the challenges of global warming.  
 
In order to allow for a better future for the planet, there are certain standards which 
have been globally introduced. Although these GRI reporting and ISO standards are 
voluntary, organisations are urged to utilise these mechanisms in order to have the 
competitive advantage and to be viewed as environmentally friendly organisations 
focusing on the effects global warming.  Economic instruments, namely carbon tax 
and carbon trading, were also discussed.   
 
In order to obtain a better perspective on the information presented, policies and 
strategies of the G8 countries together with developing countries were analysed. It 
was found that although there are certain policies which governments can 
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implement, not all countries (for example Russia) were implementing them to allow 
for a decrease in emissions. Developed countries such as Canada, the UK and 
Australia however, have extensive action plans to address the issue of climate 
change and as part of their strategy, communication to individuals across 
organisations on the issue of climate change is viewed as imperative.  
 
Because this study takes place in South Africa, it was vital to investigate what the 
country‟s stance is on global warming and climate change. South Africa has been 
proactive in the reduction of global warming through the introduction of green 
technology and carbon taxes. Not only in government, but also in certain 
organisations, there is an effort to make changes in order to reduce the effects of 
global warming. This not only favours the organisations by portraying a positive 
image, but also assists in gaining the competitive advantage in the market as 
consumers are becoming more aware of global warming issues. There is a general 
global consensus that both leaders and organisations need to address global 
warming. As a result, certain environmental sustainable strategies have been 
implemented in order to have a more positive effect on the environment.  
 
In order for leaders to have an impact in an organisation to reduce the negative 
effect on the environment, they need certain qualities to enable them to be effective 
change agents. In the next chapter, change leadership will be addressed. 
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CHAPTER 4 
CHANGE LEADERSHIP 
 
4.1   INTRODUCTION 
In Chapter 3, environmental sustainability was explored, specifically issues relating 
to global warming. A brief history of global warming was presented, together with 
strategies and implementation methods to assist in the reduction of the effects of 
global warming. Not only were strategies discussed, but also what leaders are doing 
at both a local and an international level to address this pertinent issue. This 
beckons the role of leadership in change. 
 
The topic of leadership has fascinated people for centuries. The mystique of 
leadership is one of the most widely debated, studied and sought after themes of 
organisational life. A leader is a person who inspires people to journey to a 
destination which they would not go to by themselves. Organisations, therefore, 
need competent leaders in order to reach their objectives both effectively and 
efficiently (Singh & Karunes, 2000:18). Kotter (2006:14) cited in Taylor (2010:16) 
states: “producing change is about 80 per cent leadership … and 20 per cent 
management”. 
 
In this chapter, the change process and leadership for change will be examined. The 
difference between leaders and managers will be discussed together with the 
different levels of leadership in an organisation and the roles which they play. 
Different leadership styles will be examined.  What change agents are and what they 
bring to organisations to effect change successfully will be discussed, together with 
the creation of a good working environment through effective leadership. The change 
process will be next presented. 
 
4.2 ORGANISATIONAL CHANGE  
Change is said to take individuals or organisations out of their comfort zones to 
something unfamiliar, unknown, and even frightening (Garber 2013:49). Change in 
an organisation has been essential from as early as the 1980s and continues to 
remain so today (Zakaria, Yusoff & Madun 2012:223). Parlea-Buzatu (2011:214) 
observes that organisations are under extreme pressure to constantly change. 
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Furthermore, organisations must be able to competently manage continuous and 
discontinuous change in a dynamic environment (Thomson & Cole 1997 cited in 
Horn (2007:6).   
 
4.2.1 Change process 
Change plays an important role in improving the organisation and there is a need to 
have a change process in place. There are four phases of change according to 
Erwin (2009:28). These are: 
 Realising the need to change; 
 Planning the change; 
 Implementing the change; and  
 Sustaining the change. 
 
Figure 4.1 illustrates the three phases that an organisation goes through during the 
change process. 
 
Figure 4.1: Change process phases 
 
Adapted from: Hellriegel, Slocum, Jackson, Louw, Staude, Amos, Klopper, 
Louw, Oosthuizen, Perks & Zindiye (2012:340) 
 
The first phase of the change process refers to the unfreezing process, whereby 
change can be ignited by a crisis in the organisation, for example, which results in 
new demands arising. At this phase, old ways are questioned, and the climate for 
change exists. The second phase, namely change, refers to the period when change 
occurs at random from brainstorming, or when a planned approach to a new solution 
is sought.  The final phase refreezing refers to new processes replacing the old and 
become standard practice (The change process 2012:1). As change leaders move 
through these phases, their role evolves (Change first 2011:1). In order for a leader 
Unfreeze  Change  Refreezing 
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to be successful in leading change, an eight-step process for leading change is 
illustrated in Figure 4.2. 
 
Figure 4.2: Eight-step process for leading change 
 
 
 
Adapted from: Kotter (2012:1) 
 
 
As can be seen in Figure 4.2, in establishing a sense of urgency, there are leaders 
who are aware of where the organisation is and help subordinates see the need for 
change and its importance. The next step is the creation of a guiding coalition, where 
the right individuals are teamed together, with a significant level of trust and a shared 
objective. A leader alone cannot drive the change effort, and needs a group of 
reputable leaders in the organisation to assist. The next step requires a clear vision 
to be developed, to help direct the change effort and create strategies for achieving 
that vision. This is followed by communicating the visions for “buy-in”, where as 
many employees as possible understand and the vision and strategy.   
 
Next, there need to be empowering broad-based actions, such as a good 
communication system between employees to ensure obstacles are removed which 
inhibit change systems or structures that seriously undermine the vision, encourage 
risk-taking and non-traditional ideas, activities, and actions. This is followed by 
 Establishing a 
sense of urgency 
Creating the 
guiding coalition 
 Developing a 
change vision 
Communicating the 
vision for buy-in 
Empowering broad-
based action 
Generating short-
term wins 
Never letting up 
Incorporating 
changes into the 
culture 
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generating short-term gains, for example seeing progress in six months.  Leaders 
must plan for achievements that can effortlessly be made visible, follow through with 
those achievements and identify and reward the subordinates involved. The next 
step is “never letting up” where leaders launch more projects to drive the change in 
the organisation. The final step in the change process is incorporating changes into 
the culture. This is where leaders anchor new approaches in the organisation‟s 
culture to ensure sustained change. 
 
Ryan (1996) cited in Westover (2010:49) offers a seven-step intervention plan that 
could be utilised by change leaders when dealing with change. The steps are as 
follows:  
 Setting a new leadership style, for instance, to employ "participative leadership" 
to describe the involvement of supervisors, managers, and leaders as partners; 
 Creating a shared vision for quality results by management recognising the 
importance of involving customers and representatives of the workforce in 
strategic planning sessions; 
 Establishing process improvement through department teams by management‟s 
need to value teams. The establishment of teams at departmental level can 
introduce employees to the concept of continuous process improvement and 
helped them understand how individual units support the organisation; 
 Fostering employee buy-in through empowered work teams by management 
providing training; 
 Specifying measurements to observe systems in action by management 
providing team members training to help them gather meaningful data about their 
work processes so that analysis and improvement can begin; 
 Incorporating leadership and teamwork-skills training by management providing 
training for team problem-solving skills and leadership training for supervisors; 
and 
 Continuous improvement through ongoing feedback and review by management 
initiating a satisfaction survey to serve as a report card for the work teams so that 
they can identify opportunities for improvement. 
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Lampert (2002:38) states that change leaders do not succeed by working alone but 
rather by building a culture of shared leadership where ownership is distributed, such 
as where "everyone has the right, responsibility, and the ability to be a leader”.   
 
The change process should be championed by a change agent.  The following 
section discussed the roles of change agents in implementing change in 
organisations. 
 
4.2.2 Change agents 
A change agent can be defined as the person who champions the adaptation and 
implementation of solutions directed at specific goals (D‟Amato & Roome 2009:423).  
Organisations who strive to improve and embark on a major change initiative will 
often assign a person to be the change agent. Organisations use change agents to 
help facilitate the change process, manage change and ensure good communication 
throughout the process (Lotich 2011:1). Another definition of a change agent is 
offered by Warrick (2009:15), who defines this individual as a person at any level of 
an organisation who is skilled at initiating, facilitating, and implementing change.  In a 
study on learning in organisations, Dupoux-Couturier, Quasnik, Redelspeger and 
Vulpian (2011:25) offer another view of change agents as individuals playing a key 
role in being the vehicles for the momentum of change and stimulating organisational 
transformation. 
 
In the health sector in the UK, Massey and Willams (2006:671) found that to make 
the implementation of changes a more pleasant process, successful change agents 
should: 
 Deal with the reality of the situation; 
 Be supportive;  
 Accept lack of knowledge; 
 See change as an intervention; 
 Offer support; 
 Recognise problems being experienced; 
 Not be prescriptive; 
 Learn from each intervention; 
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 Involve employees in the problem; and 
 Look for a resolution.  
 
Boehringer (2012:1) confirms the above, and also indicates that change agents are 
self-appointed, recognise the need or opportunity for change, focus on learning and 
changing the current process, are thick-skinned to take criticism, are effective 
communicators and facilitate and train organisations to do things in a new way.   
 
Change agents according to Westover (2010:50), have the opportunity to prepare 
those in the organisation for change, and therefore minimise potential organisational 
disruption and leverage the situation as an opportunity for competitive growth and 
progression. Schumacher (2008:44) states that change agents are leaders who cut 
across the organisation and its business units without regard for the traditional 
hierarchy. Often these individuals are freed from day-to-day tasks in order to focus 
solely on leading and driving change. Directly or indirectly, they implement new 
processes, train employees in new procedures, and act as role models to 
demonstrate new and better ways to work. 
 
It would seem that there are characteristics which are common to change agents; 
there are also certain roles which they assume in organisations. 
 
4.2.2.1 Roles of a change agent 
As mentioned previously, a change agent is one who champions change.  However, 
in their roles, there are certain skills required as indicated in Table 4.1. 
 
Table 4.1: The roles of a change champion 
Roles Specific duties 
Initiating  
 
 Develop a change mind set 
 Being well informed about the opportunities and how to get things done 
 Involve key stakeholders  
Facilitating  Work with employees 
Implementing 
 Planning and managing the change process 
 Initiate actions 
 Keep employees focused and motivated 
 Develop feedback mechanisms to evaluate and monitor progress 
 
Adapted from: Warrick (2009:15) 
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Table 4.1 highlights the roles of change agents as initiator, facilitator and 
implementer. In addition, Luneneburg (2010:3) identifies another three roles of 
change agents, namely: 
 Consultant by helping employees find solutions to problems through analysis of 
valid data; 
 Trainer by helping employees derive implications for action from the present data 
and providing the employees with a new set of skills in terms of the ability to 
retrieve, translate, and use new data to solve future problems; and 
 Researcher by training employees in the skills needed for valid evaluation of the 
effectiveness of action plans that have been implemented and developing 
evaluation mechanisms for problems which may occur. 
 
Not only are change agents critical to the process of the way in which change is 
implemented, but they also need a certain degree of technical and social skills 
(Boehinger 2012:1). Boldizzoni and Quaratino (2011:43) also suggest that the 
change agent role implies the involvement of the organisation in change leadership 
as opposed to the human resource professional who has to identify and overcome 
resistance to change amongst employees. Because change is important to improve 
the organisation, there needs to be efficient and effective change leadership. Toor 
and Ofori (2008:61) emphasise that a leader can be a manager but not vice versa.  
This leads to a brief discussion of the differences between management and 
leadership in the following section. 
 
4.2.2.2 Efficient and effective change leadership  
Cox (2001:18) regards leadership as a behaviour that establishes a direction or a 
goal for change, vision, provides a sense of urgency and importance for the vision, 
facilitates the motivation of others and cultivates necessary conditions for action of 
the vision. Furthermore, leadership can be viewed as the most essential element of 
change, since without them, nothing happens.  Another definition of leadership is 
given by Evans (2010:349) in terms of the word “leader”: 
 L – listening and learning from others; 
 E – energising the organisation; 
 A – acting for the benefit of everybody; 
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 D – development of themselves and others; 
 E – empowerment of others to lead; and 
 R – recognition of achievement 
 
Leadership accordingly is required whenever transformative change is needed 
General review (2011b:19).Transformative change requires vision and creativity, the 
ability to see beyond the present to a future that has not yet been envisaged.  Garber 
(2013:51) states that leaders need to be the champion of change in the organisation 
as this will allow the organisation to move forward in reaching their goals and being 
successful. Leaders cannot manage change but must rather lead change by creating 
the context for it to occur (Flamholtz & Randle 2008; Woodward & Hendry, 2004 
cited in Nkomo & Kriek 2011:455). Furthermore, it was found that the key to long-
term organisational success was the ability of leaders to adapt to and manage 
different types of change.   
 
Colvard (2003:82) points out that leadership and management are related, but their 
functions are different. Different conceptualisations are exhibited by leaders and 
managers in their approaches to work, problem-solving, the different functions in the 
organisations which they undertake and in the exhibiting of different behaviours 
owing to their different intrinsic and extrinsic motivations  (Toor & Ofori 2008:61).   
Carroll and Levy (2008:89) affirm that managers are more unemotive, self-fulfilling 
and more focused on detail than leaders, who focus more on the bigger picture and 
where the organisation is headed. 
 
A leader is described as one who induces and guides others in the voluntary pursuit 
of ends by the use of means that the followers select or approve of if they are 
chosen by another (Ackoff & Pourdehad 2009:1). Toor and Ofori (2008:64) further 
state that leaders tolerate chaos, are empowering, are problem-examiners and 
mostly rebels against routine. A leader can also be defined as a person or mentor 
who leads the activities and has the authority to direct the team; one who is a 
visionary, creative, innovative, risk-taking and does the right things at the right time 
with the right blend of people. The leader is a permutation of various traits, attributes 
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and qualities which influence the group members for the accomplishment of the 
targets (Ansari & Naeem 2010:115). 
 
Ackoff (2005:194) notes that leaders do not control followers by the use of the 
authority (power over), but by the ability to influence them (power to). In a study 
completed by Tamkin (2012:94), which focuses on outstanding leadership, it was 
suggested that the three elements which make for an outstanding leader are 
systemic thinking; viewing people as their only route to excellence and conceiving 
their role as impacting positively on others. The following section will summarise the 
differences between leaders and managers. 
 
Allio (2009:6) highlights that leaders are focused on transformation as opposed to 
managers who are focused on getting the job done.  This suggests that leaders are 
more inclined to allow for change to occur and take risks which could ultimately lead 
to the success of the organisation.   Some theorists argue that leading change is the 
fundamental role of a leader and everything else is secondary (Yukl 1998 cited in 
(Zakaria, Yusoff & Madun 2012:224). Gill (2002:312) concludes that the effective 
leadership of change needs to involve certain elements in order for it to be a success 
namely: 
 vision; 
 values,  
 strategy, 
 empowerment and motivation; and 
 inspiration. 
 
From the above, it is suggested that a good leader needs to be able to effectively 
lead change. Kotter (1995, 1996) cited in Erwin (2009:33) defines leaders as agents 
of change. The different leadership levels in the organisation will now be investigated 
and the roles they play in each level will be put into context. 
 
4.2.2.3 Leadership levels and roles 
According to DeChurch, Hiller, Murase, Doty and Salas (2010:1070), there are three 
general levels of leadership in an organisation as illustrated in Figure 4.3. 
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Figure 4.3: Leadership levels 
 
 
Adapted from: DeChurch et al. (2010:1070) 
 
It is clear from Figure 4.3 and asserted by Simmering (2010:1), that there are three 
levels of leadership in an organisation and each of these levels has different 
responsibilities and different functions. At the bottom of the pyramid, leadership 
involves supervision where leaders recruit, dismiss and supervise allocation of tasks. 
The next layer is where leaders establish operational goals and coordinate the effort 
required to meet these objectives. The top-level leadership layer is the strategic apex 
of the organisation which establishes a vision and sets broad objectives for the 
overall organisation (DeChurch et al. 2010:1070). In the following sections, each 
leadership level and the role which they play in the organisation will be discussed. 
 
a) Supervisory-level leadership 
Supervisory leadership according to Pechlivanidis and Katsimpra (2004:201) is 
behaviour intended to provide guidance, support and coercive feedback for the day-
to-day activities of work unit members. Supervisory leadership focuses on the 
accomplishment of tasks by individual employees and/or teams with a medium- to 
short-term time horizon (Pechlivanidis & Katsimpra 2004:201). Chur-Hansen and 
McLean (2007:274) found that supervisors regard their roles as educative, 
supportive and managerial. The educative role is essentially that of a teacher. The 
supportive role involves examining and managing the effects of training upon the 
learner. The managerial role refers to quality control and ensuring that work 
practices are appropriate and fall in with expected standards.   
 
 
Top-level leaders 
Strategic vision and broad goals 
Middlel-level leaders 
Operational goal coordinator 
Supervisory-level leaders 
Task allocation and human resources 
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b) Middle-level leadership  
Middle-level leaders are increasingly expected to implement corporate change 
initiatives, while also ensuring that the organisation maintains “business as usual” 
(Balogun 2003 cited in Byrant & Stensaker 2011:356). Furthermore, middle-level 
leaders have been identified as the critical contributors to organisational change and 
often act as linking pins between the strategic level in which change is carried out 
and the individual level in which the emotional needs of employees are 
acknowledged and balanced. This is reiterated by Janczak, (2004:210) who also 
recognises that middle-level leadership plays a crucial role in ensuring that the 
activities inside an organisation are carried out, that the employees act responsibly, 
and by balancing organisational change and stability, ensures that the organisation 
is able to generate creative alternatives to its problems. It is at this level that the 
organisation‟s policies and strategies are translated into practices and action. 
 
According to Byrant and Stensaker (2011:354), middle-leadership individuals may 
sometimes find themselves in unique situations in which they are required to 
negotiate the implementation of change, but also between multiple and often-
conflicting tasks associated with daily activities. In addition to this, they are governed 
by broader organisational structures and are sometimes perceived by different 
organisational members as having vastly different role expectations.  Laff (2009:17) 
confirms that whereas middle-level leaders traditionally acted as a bridge between 
staff and executives, this role has diminished due to changing realities in the 
workplace.  
 
c) Top-level leadership 
According to Pechlivanidis and Katsimpra (2004:201), strategic (top level) leadership 
focuses on the survival and success of the organisation. Its critical audience involves 
the community of employees and its time horizon is long-term. Top leadership 
includes “CEO and its direct subordinates responsible for corporate policy” (Green 
1995:223 cited in Dong 2008:205). In many contemporary organisations, leaders 
recognise that a good team helps an organisation to achieve a competitive 
advantage. The top leadership team assembles the best and brightest in the hopes 
that their individual talents will provide a synergised effect whereby team efforts will 
be more than individual efforts. Camelo-Ordaz, Hernández-Lara and Valle-Cabrera 
 
 
101 
 
(2005:685) state that the top leadership team has the power and authority to make 
strategic decisions, and therefore to develop strategies aimed at innovation. 
Furthermore, the role the top leadership team plays in promoting a strategy of 
innovation can be understood as a process of influence. Wu, Chiang and Jiang 
(2002:172) believe that it is generally agreed that the top leadership team comprises 
key individuals who are responsible for the making, planning, and execution of 
business strategies.  The responsibilities of top-level leaders generally also include 
policy development and the design of the organisational hierarchy structure (Katz & 
Kahn 1978 cited in Birasnav 2013:338).  
 
The influence of leadership on organisational outcomes is now firmly acknowledged 
in organisational literature, with evidence suggesting that effective leadership 
enhances individual, team and organisational outcomes across many contexts 
(Muchiri, Cooksey, Di Milia & Walumbwa 2011:462).  
 
Although there are different hierarchical levels in the organisation, leaders on each 
level have specific roles and responsibilities which need to be carried out in order for 
the organisation to operate effectively. Change leaders could function on any 
organisational level regardless of the roles they play in the workplace.  Change 
agents require transformational leadership to ensure that changes are made as 
pleasantly and effectively as possible. The different leadership styles which leaders 
employ over time will be explored in the following section. 
 
4.3 LEADERSHIP STYLES 
Different styles are required for different situations and each leader must know when 
to exhibit a particular leadership style (Randeree & Chaudhry 2012:62). Various 
leadership styles are suggested by many authors. However, not all of these 
leadership styles will be conducive to effect changes successfully in the organisation.  
 
Yukl (1994) cited in Randeree and Chaudhry, (2012:62) lists the following factors as 
determinants of which leadership style to utilise: 
 Level in the authority hierarchy; 
 Function and size of the organisational unit; 
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 Task characteristics and technology; 
 Lateral interdependence; 
 Crisis situation; 
 Stages in the organisation‟s life cycle; and 
 Subordinates‟ competence and performance. 
 
A literature search reveals that leadership styles displayed in Figure 4.4 were the 
more prevalent in change leaders or agents.    
 
Figure 4.4 displays the different leadership styles associated with change leaders. A 
discussion of these styles follows. 
 
Figure 4.4: Change leadership styles 
 
Adapted from: Awan & Mamood (2010); Ferguson (2011); Mahsud, Yukl & 
Prussia (2010); Manning (2012); Pellegrini & Scandura (2008); 
Xirasagar (2008) 
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4.3.1 Autocratic leadership 
Autocratic leadership according to Nyberg, Westerland, Hanson and Theorell 
(2008:805) means that the leader makes decisions in a dictatorial way, is bossy and 
tells subordinates what to do in a commanding way. Muczyk and Holt (2008:277) 
suggest that the autocratic approach to decision-making and goal-setting may be 
appropriate in cultures that are high in power distance, collectivism, masculinity, and 
uncertainty-avoidance and which are characterised by external environmental 
orientation. Also, autocratic leadership might be more appropriate for societies 
whose members have a high regard for hierarchy and are reluctant to bypass the 
chain of command.  Such autocratic superiors act in self-centred ways, making 
decisions unilaterally and closely supervising subordinates‟ work activities (Muczyk & 
Reimann 1987 cited in Van de Vliert 2006:43). Johnson and Klee (2007:140) support 
this, commenting that autocratic leadership appeals to followers‟ self-interests and 
seeks dependable task performance. Awan and Mahmood (2010:258) suggest that 
the autocratic leadership style is task-orientated, noting that this style of leadership is 
what is called “hard leadership”, in that it is hard on task, power and tactics (Rao 
2013:145). 
 
While autocratic leadership is appropriate at times, other leaders prefer a completely 
relaxed approach, as highlighted next. 
 
4.3.2 Laissez-faire leadership 
Laissez-faire leadership is a hands-off approach to organisational leadership 
according to Vito, Suresh and Richards (2011:681). The leader abandons and 
relinquishes the main function of leading, serving largely as a conduit of information, 
exercising little or no control. As a result, the organisation runs itself with little or no 
input from leadership. This definition is supported by Xirasagar (2008:602), who 
states that laissez-faire leadership refers to indifferent (or lack of) leadership. The 
laissez-faire leadership style is regarded as a very ineffective form of leadership or 
as general disregard for the responsibilities of managing followers (Bass & Avolio 
1994 cited in Downey, Papageorgiou and Stough 2006:252). Not only is this 
leadership style ineffective, but such a leader tends to defer responsibilities, is 
absent when needed, fails to follow up on requisitions for assistance and refuses to 
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express his or her own personal views on pertinent issues (Bass 1998 cited in 
Downey et al. 2006:259).  
 
The laissez-faire style can be a distinct form of dysfunctional leadership behaviour, 
as it is characterised by absence or the avoidance of leadership responsibility (Eid, 
Johnsen & Bartone, 2008:5). Yaseen (2010:66) also refers to laissez-faire leadership 
as a hands-off approach. Deluga (1992) cited in Limsila and Ogunlana (2008:166) 
agrees, observing that this specific type of leadership style is one of avoidance and 
does not intervene in the work of subordinates This style is normally associated with 
dissatisfaction, unproductiveness and ineffectiveness. This is supported by Judge 
and Piccolo (2004) cited in Doucet, Poitras and Chȇnevert (2009:342), who also 
state that laissez-faire leaders avoid managerial responsibilities, generally avoid 
taking decisions, are reluctant to take action and are not always there when they are 
needed.  Xirasagar (2008:603) states that laissez-faire leadership style displays non-
leadership behaviours which implies leaders‟ indifference towards subordinates and 
organisational outcomes.  
 
Clearly, the laissez-faire leadership style is one where there is a lack of leader 
involvement. Contrasting with this, the democratic leader is involved in all activities in 
the team as discussed in the following section. 
 
4.3.3 Democratic leadership 
According to Rustin and Armstrong (2012:60), a democratic leader offers guidance 
to team members while participating in the group, encouraging active team member 
involvement, also in decision-making. A democratic leader facilitates the adoption of 
positive human relationships in an organisation (Ferguson 2011:434). Some 
common characteristics of being a democratic leader are shown in Table 4.2. 
 
Table 4.2: Common characteristics of a democratic leader 
Characteristic Action 
Shared decision making 
 Allows for rules to be agreed upon through 
discussions and voting 
Problem solving with mutual 
respect 
 Fosters individual responsibility into group cohesion 
 Places high value on team and individuals 
 Appreciates diversity and group welfare 
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Characteristic Action 
Common sense rather than private 
logic 
 Uses judgment to discern what is important and when 
to share it 
 Uses common sense based on realities 
 Looks at viewpoints to view the full situation 
Sharing responsibilities  Delegates duties within team, don‟t do it alone  
 Increases morale together with productivity 
 
Adapted from: Ferguson (2011:435) 
 
Table 4.2 suggests that democratic leadership is founded on human relations. The 
participation of all in decision-making allows for a motivated work climate. Shref, 
Mahmoud and Ali (2012:747) comment that in democratic leadership, the team 
participates in setting goals, as well as planning, implementation and evaluation of 
activities. Responsibilities are distributed among individuals. This leadership style 
allows for transfer of power to his or her subordinates, good interpersonal 
relationships with good communication, and the leader‟s encouragement of the 
team, which is appreciated. Democratic leadership is viewed as a style where the 
leader is involved within the team and allows subordinates to be empowered.  
Integrity plays an important role in the manner in which leaders carry out their day-to-
day activities. Ethical leadership is highlighted in the following section. 
 
4.3.4 Ethical leadership 
Leadership research has long suggested that leaders‟ honesty, integrity, and 
trustworthiness are important predictors of leadership effectiveness (Kirkpatrick & 
Locke, 1991; Kouzes & Posner, 1992; Posner & Schmidt, 1992 cited in Hassan, 
Mahsud, Yukl & Prussia 2013:134). Brown, Trevino and Harrison (2005:120) 
conceptualised ethical leadership as “the demonstration of normatively appropriate 
conduct through personal actions and interpersonal relationships, and the promotion 
of such conduct to followers through two-way communication, reinforcement, and 
decision-making”. According to this perspective, ethical leadership consists of certain 
traits and behaviours. Values of ethical leadership include altruism, honesty, 
empowerment, fairness, and justice (Mahsud et al. 2010:565). This viewpoint is 
supported  by Trevinó et al. (2000:2003) cited in Hassan et al. (2013:134) who state 
that ethical leaders are also principled decision-makers who care about the wellbeing 
of their followers and broader society. In addition to this, ethical leaders proactively 
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try to transform followers by communicating ethical standards, modelling ethical 
behaviour, and holding followers accountable for ethical actions.  
 
Ethical leaders according to Neubert et al. (2009) cited in Hackett and Wang 
(2012:876) are agents of virtue who help build collective employee perceptions of a 
virtuous, ethical organisation. Not only is the leadership of the organisation 
important, but as a result of ethical leadership, Parry and Proctor-Thomas (2002) 
cited in Storr (2004:422) argue that ethically led organisations are also more 
effective due to: 
 Strengthened organisational culture; 
 Lower levels of staff turnover; and 
 Increased employee effort. 
 
A leader‟s ethical value is crucial as it could lead to favourable long-term economic 
outcomes and competitive advantage (Hammann, Habisch & Pechlaner, 2009 cited 
in Zheng, Wang & Li 2011:665). Brown and Treviño (2006:616) suggest that ethical 
leadership is regarded as important because of its outcomes. It influences 
subordinates to emulate ethical leaders' behaviour because such leaders are 
attractive and credible models who exemplify normatively appropriate behaviour.  
 
Ethical leadership in an organisation not only enhances its culture, but improves the 
efforts of all the individuals in the organisation. Although ethical leadership has been 
linked to change leaders, other authors suggest servant leadership which is 
discussed next. 
 
4.3.5 Servant leadership  
Greenleaf (1977:27) introduced the concept of the servant leader in the popular 
literature on management and organisations, where he states that “the servant 
leader is servant first. It begins with a natural feeling that one wants to serve, to 
serve first.  Then conscious choice brings one to aspire to lead”.  Servant leadership 
is defined as a leader‟s desire to motivate and guide followers, offer hope, and 
provide a more caring experience through established quality relationships 
(Greenleaf & Spears 2002 cited in Schneider & George 2011:63). 
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Servant leaders focus on the needs of the individual, are inclined to first serve, are 
loyal toward the individual, and influence them through unconventional service as 
well as by offering freedom or autonomy (Parolini, Patterson & Winston 2009:290). 
Furthermore, servant leadership is a person-centred leadership approach where 
leaders support employees in the achievement of their full potential by engaging in 
personal relationships with subordinates in order to understand and support their 
personal motivations (Ehrhart 2004; Liden et al. 2008 cited in Duff 2013:206). 
 
Most forms of leadership focus on the wellbeing of the organisation, while for servant 
leadership, the wellbeing of followers is most important (Greenleaf 2002:22). Van 
Dierendonck (2011) cited in Kool and Van Dierendonck (2012:423) has combined 
the many existing attributes of servant leadership into six key characteristics namely: 
 Empowering and developing employees;  
 Humility;  
 Authenticity;  
 Interpersonal acceptance;  
 Providing direction; and 
 Stewardship.  
 
The above is confirmed by Contee-Boarder (2003) cited in Joseph and Winston 
(2005:10) who add the following ten characteristics critical to servant leadership: 
 Listening by clarifying the will of a group by listening receptively to what is being 
said; 
 Empathy by striving to understand and empathise with others; 
 Healing by having the potential for healing self and others; 
 Awareness by general awareness and especially self-awareness; 
 Persuasion by relying upon persuasion rather than positional authority when 
making decisions in an organisation; 
 Conceptualisation by nurturing their abilities to “dream great dreams”; 
 Foresight by having the ability to foresee the likely outcome of a situation; 
 Stewardship by having the commitment to serve the needs of others; 
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 Commitment to the growth of people by being committed to the personal, 
professional, and spiritual growth of each and every individual in the institution 
and; 
 Building community by seeking to identify means of community-building among 
those who work in a given institution. 
 
These characteristics perhaps may not be evident in all leaders, but serve rather as 
a basis to work from. Sendjaya and Pekerti (2010:645) state that servant leadership 
is about servanthood; its focus is on the followers and not the organisation, where 
autonomy, development and holistic needs take preference. Servant leadership 
entails the custody of moral agency and moral accountability and as a result creates 
a stronger trust relationship between followers and leaders.  
 
Although servant leadership plays an important role, leaders need to be visionary in 
terms of where the organisation is headed, as discussed next. 
 
4.3.6 Visionary leadership 
Visionary leadership according to Dwivedi (2006:11) has emerged as a key 
determinant of corporate survival, success and growth in today's turbulent 
environment. It is characterised by a commitment to core spiritual values, a clear 
vision, respect for empowering relationship, followed by courageous and innovative 
action. Abad and Chopra (2004:51-54) suggest that a distinct quality of great 
(visionary) leaders is that they articulate, express and share the organisational 
missions and goals in a simple, easily understood and tangible vision statement. 
This is endorsed by Kantabutra and Saratun (2011:999) who state that visionary 
leaders effectively communicate their visions to promote change in a simple manner 
which allows followers to grasp the message and broadens leader support among 
their followers. Groves (2006:568) states that visionary leaders have the ability to 
powerfully communicate a compelling vision that inspires followers.  Research 
suggests that such leaders rely upon various nonverbal, emotional communication 
skills to powerfully articulate their vision for the organisation and for followers‟ 
respective roles in the future. 
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However there is more than just communicating a vision according to Manning 
(2012b:286), who believes that effective visionary leaders will be tuned into the 
internal and external environment and the source of the vision; mobilise support for 
the vision though a process of networking; be visible to those they lead, as well as 
listening to, involving and developing them. Such leaders will build effective teams, 
bringing together people with complementary qualities and areas of expertise, 
clarifying and agreeing team goals and individual responsibilities, and working 
interdependently to achieve those goals. According to Manning and Robertson 
(2002:138), there are five facets of visionary leadership, namely: 
 Communicating a compelling vision; 
 Using kaleidoscope thinking and being tuned into the wider environment, the 
source of vision; 
 Looking at macro issues such as networking, team-working and promoting a 
culture of excellence; 
 Being people orientated through interpersonal issues such as two-way 
communication, having a participative style and being visible; and 
 Having personal traits which include positive self-regard, persistence, 
perseverance and consistency. 
Visionary leadership refers to the capacity to create and communicate a view of the 
desired state of affairs that clarifies the current situation and induces commitment to 
an even better future (Brown & Anfara 2003:29). As the emphasis is placed on 
communication of the desired future of the organisation, research has shown that 
visionary leadership also affects net profit margin, stock value and follower 
perceptions of leadership effectiveness (Waldman et al. 2001; Agle 1993; Dumdum 
et al. 2002 cited in Groves 2006:567). 
 
Visionary leadership is considered important as it provides a clear map in terms of 
where the organisation is headed and is communicated effectively. Sometimes 
leaders may also take on the role of the parent in organisations as “father” of their 
subordinates, as characterised by paternalistic leadership.  
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4.3.7 Paternalistic leadership 
Paternalistic leadership is defined by Cheng, Chou, Wu, Huang and Farh (2004:91) 
as a style that combines strong discipline and authority with fatherly benevolence 
and moral integrity couched in a personalistic atmosphere.  Redding, Norman, and 
Schlander (1994) cited in Pellegrini and Scandura (2008:567) state that paternalistic 
managers provide support, protection, and care to their subordinates. Westwood and 
Chan (1992) cited in Pellegrini and Scandura (2008:567) offer another definition of 
paternalistic leadership, namely a father-like leadership style in which strong 
authority is combined with concern and considerateness.  
 
Oner (2012:302) suggests that the paternalistic leader looks after, nurtures, guides, 
protects, and generally behaves like a father would behave towards his children. 
This type of leader exhibits concern for the subordinates‟ general wellbeing. By the 
same token, they tend not to defer to subordinates‟ wishes, but instead maintain a 
sense of hierarchy and expect obedience. Öner (2012:302) states that paternalistic 
leaders tend not to defer to the subordinates‟ wishes, but instead maintain a sense of 
hierarchy and expect obedience. The three dimensions of paternalistic leadership 
are shown in Table 4.3. 
 
Table 4.3: Dimensions of paternalistic leadership 
Dimensions Leader’s behaviour 
Authoritarianism  
Asserting strong authority and control over subordinates and demanding 
unquestioned obedience from subordinates 
Moral leadership  Demonstrates superior moral character and integrity 
Benevolence  
Demonstrates individualised, holistic concern for subordinates‟ personal and 
familial well-being 
 
Adapted from: Bond (2010:602) 
 
Fu, Li and Si (2013:11) propose that paternalistic leadership is the distinctive 
characteristics of leadership style of senior leaders of the Chinese enterprises. It 
refers to a similar patriarchal style and with a strong and clear authority, but also has 
the composition of care, understanding the subordinates, and moral leadership.  This 
is advocated by Wang (2011:16), who states that paternalistic leadership is still the 
prevailing “people management” approach in the Chinese State-Owned Enterprises 
(SOE) and is perceived as a highly effective management approach.  
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The above suggests that the paternalistic leader in organisations takes on the role of 
the father by nurturing and having authority over subordinates. Although adopting a 
paternal leadership style at times is beneficial for the organisation, there are also 
instances which call for leaders to adopt a more transactional approach. 
 
4.3.8 Transactional leadership 
Transactional leadership according to Xirasagar (2008:602) is an influence process 
to exchange valued rewards for performance. Ivey and Kline (2010:247) note that 
transactional leadership is characterised by leader-follower exchanges, whereby 
leaders exchange things of value with followers to advance both the leaders‟ and 
followers‟ agendas. This is supported by Tuan (2012:138) who states that 
transactional leadership is orientated towards satisfying subordinate‟s self-interest 
through appropriate transactions with the work environment.  Transactional leaders 
have three primary characteristics according to Bryant (2003:37). These are shown 
in Table 4.4. 
 
Table 4.4: Primary characteristics of transactional leaders 
Characteristics Explanation 
Team Work  Develop clear, specific goals 
 Ensure that workers get the reward promised for meeting the goals 
Reward exchange  Exchange rewards and promises for workers‟ efforts 
Responsive immediate 
self-interests of worker 
 Meet workers needs whilst work are carried out 
 
Adapted from:  Bryant (2003:37) 
 
Table 4.4 suggests that there are three main characteristics which are prevalent in 
transactional leaders. Teamwork is crucial and it is important that goals are 
developed to ensure the team‟s success. There are also rewards associated with 
these goals if the team manages to meet them. Transactional leaders are also 
concerned with meeting subordinates‟ needs while work is being carried out. 
 
Analoui, Doloriert and Sambrook (2013:5) indicate that the transactional leadership 
style has two dimensions, namely contingent reward and management-by-
expectation. Contingent reward happens when leaders clarify expectations and offer 
recognition when goals are achieved, while management-by-exception means that 
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leaders specify the standards for compliance, as well as what constitutes ineffective 
performance. They monitor performance and take corrective action, but only when 
performance is not what would be expected.  As a result of this reward system, 
however, workers are not motivated to give anything beyond what is clearly specified 
in their contract. Workers may also choose to utilise their excess brain capacity by 
consulting or starting their own businesses if they are not challenged and rewarded 
for extra effort in the firm (Bryant 2003:37). Transactional leaders in essence 
represent efficient leaders who are able focus on the task at hand, communicate 
clear expectations to their subordinates, solve immediate problems and reward 
performance (Tatum, Eberlin, Kottraba & Bradberry 2003:1006). 
 
Transactional leadership is focused on getting the task done and allowing a reward 
for the team members once the task has been completed. The focus is therefore on 
performance and reward. Unlike transactional leadership, transformation 
leadership‟s focus is on the leader and subordinates, as discussed in the following 
section. 
 
4.3.9 Transformational leadership  
The theory and studies of transformational leadership were originally initiated by 
Burns (1978). Burns‟s idea was based on the premise that transforming leadership 
raises both leaders‟ and subordinates‟ levels of motivation and morale. When 
transformational leadership causes more active behaviour from every participant, it is 
due to inner motivation. (Hautala 2006:778). Transformational leaders communicate 
a clear, optimistic and attainable picture of the organisation‟s future, encouraging 
subordinates to develop “beyond the norm” so that the organisation can also grow 
and develop (Sarros & Santora 2001:386). Transformational leadership is the ability 
to motivate and to encourage intellectual stimulation through inspiration (Avolio et al. 
2004; Dvir et al. 2002 cited in Schneider & George 2011:61). Transformational 
leaders, according to Sarros and Santora (2001:385), raise the consciousness of 
followers by appealing to higher ideals and values such as liberty, justice, peace and 
equality.  Further attributes of transformational leadership are offered in Table 4.5. 
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Table 4.5: Transformational leadership attributes  
Functional attributes Accompanying attributes 
Idealised influence/charisma  Vision 
 Trust 
 Respect 
 Risk-sharing 
 Integrity 
 Modeling 
Inspirational motivation  Commitment to goals 
 Communication 
 Enthusiasm 
Intellectual stimulation  Rationality 
 Problem solving 
Individualised consideration  Personal attention 
 Mentoring 
 Listening 
 Empowerment 
 
Adapted from: Stone, Russell & Patterson (2004:352) 
 
Table 4.5 highlights some attributes of transformational leadership. It is suggested 
from the above that transformational leadership is concerned with the team‟s 
wellbeing and performance. Also, this style focuses on empowering and mentoring of 
subordinates to allow for commitment and reaching of the organisation‟s goals. 
Pearce, Sims, Cox, Ball, Schnell, Smith and Trevino (2003:281) describe 
transformational leaders as those who engage in behaviours that: 
 Transmit a sense of mission; 
 Delegate authority; 
 Coach and teach; and 
 Emphasise problem solving and the use of reasoning. 
 
Ivey and Kline (2010:247) state that transformational leadership prompts effort and 
commitment from followers by attending to emotions, values, ethics and long-term 
goals, and by assessing followers‟ motives, satisfying their individual needs, and 
treating them with dignity and respect. This would suggest that the emphasis is 
placed on the individual. Bass and Riggio (2006) in Arnold and Loughlin (2010:671) 
state that a foundational component of transformational leadership is individual 
consideration. Furthermore, individual consideration has been characterised as 
behaviour that allows the transformation of employees to occur and is defined as 
“paying attention to each individual follower‟s needs for achievement and growth by 
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acting as a coach or mentor”. Transformational leadership also permits a leadership 
process to take place despite the nature of association being shared rather than 
hierarchical, because of the leader‟s focus on using inspirational motivation and 
intellectual stimulation to drive superior performance, rather than a “command and 
control” approach (Xirasagar 2008:601).  
 
In summary, it is suggested that the transformational leadership articulates a clear 
vision to the team in an appealing manner, allows for sharing across all hierarchical 
levels, inspires, motivates and leads by example.  
 
While transformational leadership‟s focus is both on the leader and subordinates, 
charismatic leadership focuses more on inspiration and risk-taking.  
 
4.3.10 Charismatic leadership 
Originally derived from the Greek word charisma meaning “a divinely inspired gift”, 
charismatic leaders inspire followers by formulating and articulating an inspiring 
vision and by engaging in behaviours implying that they are extraordinary. Charisma 
is attributed to leaders who create a vision of a more promising future, engage in 
unconventional behaviours, make self-sacrifices, take personal risks and act 
confidently in most situations. (Michel, Wallace & Rawlings 2013:470). Furthermore, 
research in organisational settings has shown that charismatic leadership is 
positively related to employee performance, job satisfaction, and organisational 
commitment.  This is supported by Paulsen, Maldonado, Callan and Ayoko 
(2009:513) who indicate that leaders who adopt this style become an inspiration to 
others through their willingness to take risks and through commitment to their 
change vision. This specific type of leader inspires team members with his or her 
self-confidence, assertiveness and communication of a sense of purpose and vision. 
Yammarino, Dionne, Chun and Dansereau (2005:896) provides a definition of 
charismatic leadership and state that it is the leader‟s influence over followers and 
the nature of the leader–follower relationship. Key leader behaviours include the 
following: 
 Articulating an appealing vision; 
 Communicating high performance expectations; 
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 Displaying self-confidence; 
 Role modelling exemplary behaviour; 
 Expressing confidence in followers‟ abilities to achieve goals;  
 emphasising ideological aspects of work and collective identity; 
 Articulation of an innovative strategic vision; 
 Displaying unconventional or creative behaviours; 
 Taking personal risks; and  
 Showing sensitivity to followers‟ needs and environmental constraints, 
opportunities, and threats. 
 
Sidra, Farooq, Sajid and Awan (2011:117) states that only charismatic leaders are 
able to mobilise and sustain activity in an organisation through specific personal 
actions combined with perceived personal characteristics. 
 
This information suggests that charismatic leadership is sensitive to both 
subordinates and the environment. However, some authors view being authentic as 
equally important. 
 
4.3.11 Authentic leadership 
Crossan and Mazutis (2008:135) mention that authentic leaders are said to be “those 
who are deeply aware of how they think and behave and are perceived by others as 
being aware of their own and others' values/moral perspectives, knowledge, and 
strengths; aware of the context in which they operate; and who are confident, 
hopeful, optimistic, resilient, and of high moral character”.   
 
Johnson, Birchfield and Wieand (2008:1) state that authenticity is viewed as a 
foundation of trust, and that authentic leaders demonstrate the following: 
 The absence of defensiveness and arrogance; 
 The presence of humility; 
 Presence of accurate empathy; 
 The presence of social values;  
 Appropriate transparency ; 
 The presence of emotional courage; and  
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 A tolerance for ambiguity. 
 
This is supported by Avolio, Gardner, Walumbwa and Luthans (2004:806) who 
indicate that authentic leaders act in accordance with deep personal values and 
convictions, to build credibility and win the respect and trust of followers through 
encouraging diverse viewpoints and building networks of collaborative relationships 
with followers, thereby leading in a manner that followers recognise as authentic. It 
would seem from the information provided that authentic leaders are morally high-
standing and have the ability to build trust from an operation level through to top 
management. 
 
From the above, it is evident that there are different leadership styles which change 
leaders and in particular change agents can use to effect changes in an 
organisation. In addition to utilising the most appropriate leadership styles to create 
change, an enabling environment for effective change leadership may provide even 
better results. 
 
4.4 ENABLING CHANGE LEADERSHIP WORKING ENVIRONMENT 
The concept of “workplace” is being redefined to keep pace with changes in 
organisations, employees, technology, environmental sensitivity, culture and the 
nature of work itself. As the approach to workplace becomes more people-centric 
and less place-centric, what emerges is a new possibility for the workplace to be 
utilised as a strategic business tool. People are key to business performance; the 
workplace can enable and catalyse people and the work they do. (Mitchell-Ketzes 
2003:258). This is affirmed by Saurin, Ratcliffe and Puybaraud (2008:246-247) who 
state that the working environment has changed over the past 20 years, now being  
more driven by the power of information technology, market pressures, changing 
demographics and employee expectations which are real and accelerating.  This 
suggests that in order to create a working environment that is more focused on 
people, technology and strategy, there are certain factors which need to be 
considered in the organisation. Figure 4.5 illustrates which factors are important for 
creating an enabling working environment for change leaders.  
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Figure 4.5: Factors impacting an enabling working environment 
 
 
 
Adapted from: Chadwick-Coule (2011:35); Fray (2007:78); Magee & Galinsky 
(2008:354); Mitchell-Ketzes (2003:258) 
 
These factors will be discussed in the sections which follow. 
 
4.4.1 Organisational hierarchy 
Hierarchy is defined as „„an implicit or explicit rank order of individuals or groups with 
respect to a valued social dimension‟‟ (Magee & Galinsky, 2008:354). Another 
definition is offered by Ahuja and Carley (1999:742) cited in Diefenbach and Sillince 
(2011:1517-1518) who propose that the “bureaucratic or orthodox organisation” is a 
possible, if not the only, synonym for formal hierarchy, for rule-based specialisation 
and differentiation under a single authority. All positions are to be placed along 
official lines of top-down command-and-control (i.e. downward transmission of orders 
and upward transmission of information).  
 
Mulgan (2003:14) states that the leader of a hierarchy normally has the capacity to 
issue binding directions including the provision of remedies. Hierarchy, according to 
Gabris and Ihrke (2007:118), appears to matter in terms of what “rank-and-file” 
employees expect of their leaders, depending on where the latter are located in the 
authority structure; this remains an organising force. These definitions suggest that 
hierarchy still matters in organisations. Ravlin and Thomas (2005:969) contend that 
hierarchical structures are primary in determining how influence in a unit, 
department, or larger organisation is exercised and are thus fundamental in decision- 
making processes.  
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Likewise, Cloke and Goldsmith (2002:95) cited in Johnson (2006:250) assert that 
hierarchy can shape workplaces and organisations to serve human needs, realise 
values and increase happiness. Halevy, Chou and Galinsky (2011:45), state that the 
existence of hierarchies causes individuals to respond with either a positive or 
negative emotional reaction. This is because hierarchies shape so many aspects of 
people‟s daily lives – from their living conditions to the opportunities they get, to the 
ways they think, feel, and act. Halevy et al. (2011:32) propose that hierarchy is such 
a prevalent form of social organisation because it is functionally adaptive and 
enhances a group‟s chances of survival and success. The authors furthermore 
identify five ways in which hierarchy facilitates organisational success, namely that it: 
 Creates a psychologically rewarding environment;  
 Motivates performance through hierarchy-related incentives;  
 Capitalises on the complementary psychological effects of having versus lacking 
power;  
 Supports division of labour, and, as a result, coordination and; 
 Reduces conflict and enhances voluntary cooperation 
 
Although hierarchy is important, it could also be a handicap, as the lack thereof could 
mean that the head of a hierarchy is in a position to impose remedies and deliver 
satisfactory outcomes in a way that no individual network member can (Mulgan 
2003:14). As a result of this dangerous possibility and the changing pattern of 
structural changes of work, some organisations are deconstructing their hierarchies 
in order to create agile highly networked working environments (Saurin et al. 
2008:247). This suggests that although organisational hierarchy can create an 
enabling environment, it could also adversely affect it. 
 
Although organisational hierarchy is important for the creation of an enabling working 
environment as seen from the viewpoints above, the technology used in the 
organisation could also play an important role. 
 
4.4.2 Technology used 
The use of technology is becoming increasingly important. In order to keep up with 
other organisations and the global market, technology must be expanded and 
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improved. (Aghazadeh & Seyedian 2004:62). Mitchell-Ketzes (2003:261) suggests 
that compelling workplace strategies integrate information technology to create 
holistic, thoughtful, tool-rich work environments that add value to the bottom line 
through their ability to support work process and the behaviours that drive optimal 
business results Mitchell-Ketzes (2003:262) indicates that technology is one of the 
change drivers for an enabling working environment for the following reasons: 
 Its rapid evolution; 
 Cost/productivity balance; 
 Connectivity/real-time information access; and 
 The “right package” to support nature of work. 
 
Lamproulis (2007:39-41) supports the findings of Mitchell-Ketzes and states that 
technology creates knowledge and translating into new products; increases the 
speed and the efficiency of work; is used for the development and search for new 
ideas and allows for experimentation of new ideas. Ahmadi, Helms and Ross 
(2000:84) suggest that as technology has been added to the workplace, work can be 
transmitted from the equipped site to the office and back as, for example, email or  
video-conferencing. This in turn has helped create a more flexible environment for 
job performance.  
 
Employees are taking advantage of the advances technology is introducing in the 
field of communications to recreate a work environment that is more suitable to 
contemporary lifestyles. By using communications technology, it is possible to 
accomplish tasks at remote locations including home and abroad that traditionally 
have been performed at a central business location (Ahmadi et al. 2000:83). 
According to Aghazadeh and Seyedian (2004:62), there are three types of 
technologies to be considered in an organisation in order to make it more effective 
and more conducive to employees as illustrated in Figure 4.6. 
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Figure 4.6: Types of technology 
 
 
Adapted from: Aghazadeh & Seyedian (2004:62) 
 
In Figure 4.6 it can be seen that the first type of technology is referred to as “hard” 
technology. These software programmes are developed so that interaction between 
humans and machines is at a level of understanding. This enables the employee to 
have knowledge of the actual process that the automated machine is performing. 
The second type of technology is also a “hard” technology. This type gives 
employees the skills to participate in the design, implementation and development of 
a system. The third type of technology to be considered is what is known as “soft” 
technology. This is basically skill assessment and benchmarking tools, and new 
standards for evaluating high performance, models and methodologies. These tools 
enable an organisation to constantly evaluate their success, and allow for methods 
of comparison to other organisations in that particular industry. (Aghazadeh & 
Seyedian 2004:62).  
 
A type of technology which has been frequently used, is collaborative computing, 
which refers to products and services that foster collaboration and solve 
collaboration-orientated business problems (Attaran 2007:387).  Attaran (2007:389) 
states that the benefits derived from the use of such a system are: 
 Increased efficiency as when using internet meetings, one can speed up team 
formation, keep the group focused, enable everyone to contribute, and keep the 
“vocal few‟‟ from dominating the discussion; 
 Improved productivity as the group can cut their meeting time by at least half, be 
more innovative, and achieve better decisions and solutions; 
 Reduced costs as improved meeting efficiency translates directly into reduced 
meeting costs; 
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 Improved quality as Internet meetings have the added benefit of enabling the 
group to achieve superior decisions and solutions; and 
 Improved team relationships as remote team interactions through well-designed 
and facilitated electronic meetings contribute to positive, trusting team 
relationships. 
 
From the above, it can be concluded that technology plays a role in the creation of 
an enabling environment. Although technology is important, the ethical views of the 
organisation also need to be addressed. 
 
4.4.3 Ethical climate 
Researchers have consistently argued that the ethical climate of the work context is 
largely shaped by organisational managers (Schei, 1985; Schminke et al. 2005; 
Trevino et al. 2000 cited in Neubert, Carlson, Kacmar, Roberts and Chonko 
(2009:160). Furthermore, a clear need for ethical leadership has been established in 
research (McCann & Holt 2009:212). To assist leaders in establishing and 
maintaining an ethical climate, organisations have implemented formal systems of 
ethical codes, corporate ethics audits, standardised procedures, and ethics training 
programmes (Weaver et al., 1999 cited in Neubert et al. 2009:160).  
 
Fray (2007:87) argues that “ethics is neither a term, nor a charter, nor a code; it is a 
road, a specific construction corresponding to the need for points of reference of 
individuals, corresponding to their values. Business ethics are rules, standards, 
codes, or principles which provide guidelines for morally right behaviour and 
truthfulness in specific situations.‟‟ (Lewis 1985 cited in Appelbaum, Deguire & Lay 
2005:43-44).  Furthermore, ethics aim at improving the world and its exchanges; this 
explains why it includes professional ethics and value systems of organisations 
which enables it to create landmarks in its environment and in relationships with 
other players (Fray 2007:77).  
 
An organisation‟s ethical climate is part of its organisational culture and provides a 
guideline to employees on how to behave in formal and informal socialisation 
(Appelbaum et al. 2005:43-44).  Sims (1992) cited in Appelbaum, et al. (2005:43-44)  
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suggests that perhaps the most important factor is the actual behaviour of top 
leaders, meaning that what they do and the culture they establish and reinforce, 
makes a big difference to the way in which lower-level employees act and the way 
the organisation as a whole acts when ethical dilemmas are faced.  When discussing 
business ethics, according to Steinmann and Löhr (1996) cited in McDonald and 
Nijhof (1999:133), there are three different levels frequently discerned, namely: 
 macro level that focuses on the political system;  
 a meso level that concentrates on the organisation as such, and  
 a micro level that elaborates on individuals inside organisations.  
 
Furthermore, at the organisational level it is necessary to identify the norms and 
values that are central to the organisation and to determine whether these values are 
promoting or discouraging ethical behaviour (McDonald & Nijhof 1999:136).  Von der 
Embse, Desai and Desai (2004:146) state that most organisations today have codes 
of ethics, or credos, addressing ethical issues and concerns. These codes and the 
ethical policies developed from them are regarded as important, even essential, as 
guides for managers, supervisors and employees. This suggests that all levels of the 
organisation have an ethical responsibility within the organisation.  
 
Ethically-oriented organisational cultures according to Tilley, Fredricks and Hornett 
(2012:165) have overt expectations for ethical behaviour, and provide resources and 
opportunities that directly support ethical reasoning and action as important priorities.  
Fray (2007:78) suggests that the organisations which have professional ethics in 
place can abide by laws, and have the ability to recognise their wrongs when they 
are at fault and have corrective action measures in place.  Because most 
organisations have a code of conduct and ethics in place, an ethical assessment 
process exists for measuring corporate integrity, as indicated in Figure 4.7. 
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Figure 4.7:  Ethical assessment process 
 
 
Adapted from:  Kaptein & Avelino (2005:48) 
 
According to Kaptein and Avelino (2005:48), an ethical driven organisation should 
therefore have leaders that ensure that: 
 Codes exist; 
 Adherence to quality programmes; 
 Codes and programmes are embedded in and supported by the corporate 
structure and culture; and 
 The frequency of unethical conduct; to the (potential) impact of unethical conduct 
on the corporation and its stakeholders must be known. 
 
On the negative side of ethics, if there are any ethical breakdowns at organisations, 
as has happened in the cases of AIG and Enron, this may impact on the manner in 
which people think about ethics and the impact of unethical activity (Credo, 
Armenakis, Field & Young 2010:326). Grojean, Resick, Dickson and Smith 
(2004:233) suggest that leaders affect the ethical climate of their organisations 
through seven mechanisms:  
 Using values-based leadership; 
 Setting the example; 
 Establishing clear expectations of ethical conduct; 
 Providing feedback, coaching, and support regarding ethical behaviour; 
 Recognising and rewarding behaviours that support organisational values; 
 Being aware of individual differences among subordinates; and 
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 Establishing leader training and mentoring. 
 
From the above, it is evident that the ethical views of an organisation are important, 
as not only do they influence the manner in which business is done, but they set the 
tone of the organisation. There are different processes which leaders can implement 
to ensure that the employees within the organisation are acting in an ethical manner. 
Unfortunately, although codes of ethics do exist, sometimes there is no certainty that 
they will be abided by, since employees in an organisation can break these codes, 
which may have a negative effect on the organisation‟s balance sheet and 
reputation. Implementation of a good code of ethics play a vital role ensuring that all 
members of the organisation act in a suitable manner and, can lead to retention of 
individuals and give organisations a competitive advantage. 
 
Although ethical climates are important, strategy formulation also plays as a vital role 
for the creation of an enabling environment. This will be looked at next. 
 
4.4.4 Strategy formulation 
Chadwick-Coule (2011:35) point out that the word “strategy” has been around for a 
long time, and many standard textbooks on strategy offer a definition which usually 
resemble top leaderships‟ plans to attain outcomes consistent with the organisation‟s 
mission and goals (Wright, Pringle, & Kroll, 1992:3 in Chadwick-Coule 2011:35).  An 
organisation‟s strategy consists of the competitive moves and business approaches 
that leadership employ to attract and please customers, compete successfully, grow 
the business, conduct operations and achieve targeted objectives (Thompson, 
Strickland & Gamble 2005:3). Furthermore, Kachra and Schnietz (2008:476) state 
that strategy allows leaders to see “how everything fits together” and “how to think 
and make decisions”.  The strategy formulation process is a five-phase process as 
shown in Figure 4.8.   
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Figure 4.8: Strategy formulation process 
 
 
Source: Thompson et al. (2005:18) 
 
Figure 4.8 illustrates the strategy formulation process beginning with developing a 
strategic vision, to indicate where the organisation is headed.  It is then followed by 
setting objectives and using them as yardsticks for measuring the organisation‟s 
performance and progress. Next in the process is crafting a strategy to achieve the 
desired outcomes and move the organisation along the strategic course that 
management has mapped out. Once this is done, implementing and executing the 
strategy efficiently and effectively needs to take place. Lastly, developments need to 
be monitored and corrective adjustments initiated in terms of the organisation‟s long-
term direction, objectives, strategy, or execution in light of their actual performance, 
changing conditions, new ideas and new opportunities.   
 
Harrington (2005:373) confirms the above by stating that the strategy formulation 
process is divided in five main steps, namely environmental scanning, formulation of 
strategic ends and means, strategy implementation, evaluation, and control. The 
author further states that the strategy formulation process has been described as a 
key process that requires careful consideration in design to allow a fit with the 
demands of the external environment and internal structure of the organisation 
(Harrington 2005:391). Mintzberg (1987) cited in Pun (2004:906) identifies three 
stages in the strategy process: 
 Planning entails setting of corporate goals, the formulating of strategic decisions 
and the development of plans necessary to achieve them; 
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 Entrepreneurial refers to choosing among alternative strategies and to pursue 
approaches which entails adventurousness and risk-taking; and 
 Learning-by-experience by evolutionary process of repetitive nature which 
requires flexibility. 
 
Thompson et al. (2005:18) note that the strategy formulation process gives top 
leadership a view of where the organisation is going, paints a picture of its 
destination and provides the rational for getting there. In order to create an enabling 
environment, employees need to be involved in this process. Employees who are 
directly affected hold key knowledge of social networks and know how work is 
actually accomplished. They will feel more ownership in the outcome when they are 
involved in the process (Schriefer 2005:230). 
 
Strategy formulation appears to be an integral part of the creation of enabling 
working environment as it provides top-level leaders and employees with an overall 
picture of where the organisation is heading. Employees at all levels get involved 
and work towards a common goal.  
 
4.5 SUMMARY  
In this chapter, the change process and what it entails was examined. Although 
change in an organisation can be feared, the proposed methods given by the 
authors suggest that change can be achieved. Not only is the change process 
important, but the manner in which it is promoted is important for it to be a success. 
Change leaders are essential for growth and innovation and come from many 
backgrounds. The roles which they assume in an organisation can bring about 
effective change and give the organisation competitive advantage through the 
adoption and carry-through of the change process.  
 
The different hierarchical leadership levels of the organisation were also looked at in 
this chapter, together with the different roles which they assume. From this 
discussion, it was evident that the supervisory level is responsible for the operational 
day-to-day activities whereas middle-level leadership is critical for carrying out 
strategy (downward influence). This middle level of leadership also affords unique 
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information and perspectives useful to an organisation in adapting their strategy in 
response. The top-level leadership is responsible for making strategic decisions and 
to develop strategies aimed at innovation within the organisation.  As there are 
different leadership styles in every organisation, these were discussed and it was 
indicated that at different times, leaders move between different styles of leadership 
in order to bring out the best possible result for the current situation.  
 
The creation of an enabling working environment to support change leaders was 
also looked at and the elements of technology, strategy, organisational hierarchy and 
ethical views discussed. It was found that in each of these elements, there is the 
ability for leadership to create an effective enabling environment to ensure that all in 
the organisation are engaged and involved. 
 
In the next chapter leadership qualities required by change leaders in the workplace 
will be highlighted.  
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CHAPTER 5 
CHANGE LEADERSHIP QUALITIES 
 
5.1 INTRODUCTION 
In Chapter 4, the concepts of change process and leadership for change were 
explored. The difference between leaders and managers was briefly indicated 
together with the different levels of leadership in an organisation and the roles which 
they play. Different leadership styles were also investigated. Change agents were 
discussed and what they bring to organisation to effect change successfully was 
highlighted, together with the importance of a supportive working environment.  
 
Bradberry (2012:2) asserts that what separates great leaders from non-leaders is 
adaptive (change) leadership. The author indicates that adaptive leadership is a 
unique combination of skills, perspective, and guided effort that enable true 
organisational excellence (Bradburry, 2012:1).  
 
In this chapter, change leadership qualities will be discussed, specifically in relation 
to their personal convictions, relationship qualities and entrepreneurial qualities. 
Each of these qualities have different elements, which will be elaborated on in the 
sections which follow. It must be noted as change are normally drive by a specific 
change leader, literature on change agents have also been included. 
 
5.2 CHANGE AGENT LEADERSHIP QUALITIES  
Organisations can be described as entities dependent on employees who work on a 
daily basis towards a common goal. Without the ability to engage with these 
employees, leaders would achieve nothing. This emphasises that leaders with 
desirable personality qualities are necessary in order to engage employees to 
implement changes in organisations.  Couros (2013:1) describes change agents as 
individuals who act as catalysts for change, possessing certain characteristics. They 
have insights into the functioning of the organisations‟ systems, are committed to 
finding solutions, are persons of integrity and courage and have an understanding of 
“organic” change (ACPA 2013:1).  In the following sections, change agent leadership 
qualities identified in literature in terms of personal convictions, relationship qualities 
and entrepreneurial qualities, are discussed.   
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5.2.1 Personal convictions 
Personal convictions are an individual‟s fixed or firmly held beliefs or opinions 
(Collins dictionary 2013:1). Some personal convictions are personality-related and 
some play a role in influencing job behaviour. The clarity of professional values is 
related to role effectiveness (Mendez-Mose 2013:1). In order to achieve excellence, 
leaders need to be willing to stay true to their convictions for making the change 
(Whitaker 2012:1). This is supported by (Marques 2008:820) who indicates that 
successful leaders‟ convictions are the practical reinforcement of what they believe 
in, in the environments they care for. 
 
In the following sections the qualities of a change leader will be discussed with 
specific reference to personality and job behaviour. 
 
5.2.1.1 Personality qualities 
Various authors (Brodie 2013:1; Couros 2013:1; Fullan 2002:1) have identified 
personality qualities that contribute towards being a change leader as discussed in 
the following sections. 
 
a) Commitment 
Change leaders are committed to change to improve ways of doing things and 
believe that the organisation‟s future is dependent upon the change (Baker 2013:1). 
According to Sidra et al. (2011:120), change leaders need to have superhuman 
determination and persistence to make the change happen. This is supported by 
Brodie (2013:1) who states that commitment is another essential characteristic of 
successful change agents where the level of their personal commitment influences 
their behaviour which in turn influences results. Tan and Kauffmann (2010:1) add 
that change agents are fully committed to see projects through to completion.    
 
Because change leaders are committed to the success of the organisation, they help 
employees to assess and find collective meaning and commitment to new ways of 
ensuring success (Fullan 2002:1) This is echoed by Warrick (2009:15) who indicates 
that change agents are also able to build commitment in employees until the change 
succeeds. Furthermore, Fullan (2002:1) states that being a change agent involves 
getting commitment from others who may not like one's ideas. This means that 
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stimulating motivation and commitment in others is involved (Recklies 2001:1). 
Change leaders help sustain commitment from employees in order to get their 
maximum work output and let them work confidently towards achieving 
organisational goals (Abbas & Asghar 2010:15). Change leaders build the trust and 
commitment necessary to succeed in good times or in bad (Kanter 1999:1). 
 
While commitment is important for change leadership, the ability to be energetic and 
ensure that the change is carried out until the very end is also needed. 
 
b) Energetic 
Energy refers to the amount of physical and psychological effort the change agent 
and organisation members are able and willing to expend on the change effort 
(Lunenburg 2010:5). According to Sidra et al. (2011:120) change leaders need to 
have stamina to effect the change. Tan and Haufmann (2011:1) observe that change 
is a complex and labour-intensive process that arouses many different emotions 
such as anger or frustration, which requires determination and stamina. If leaders 
are focused on achievement, they are displaying high energy levels (Wood & 
Vilkinas 2005:190). Change leaders require enough energy to carry out change (Purt 
2012:1) and should not waste energy on many areas of the organisation, but focus 
on one change area and follow through (Fleischer 2009:1).  
 
Change leaders according to Fullan (2002:1) display palpable energy but they strive 
to focus energy and achieve greater alignment of the goals of the organisation. Crum 
(2012:1) comments that effective change leaders are supercharged, not hyperactive, 
but motivated with a purpose. Furthermore, they create excitement and momentum 
in others and provide opportunities for individuals around them to follow their 
example and take personal responsibility for changing. (Baker 2013:1). Mohin 
(2012:1) states that change leaders find the energy to carry out the change required 
and will look at their profession as a cause rather than a job. Timmer, Creech and 
Buckler (2007:21) state that sustainability leaders are able to put everything else 
aside and focus their energy on what is important.  This is supported by Visser and 
Crane (2011:5) in their observation that change agents bring critical ideas and 
energy to increase sustainability. 
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c) Courageous 
Bennett (2002:8) states that change agents have indispensible capabilities such as 
having courage to affect change. Conner (2012:1) proposes that change leaders 
demonstrate the courage needed to do the following: 
 Face what accomplishing fundamental change truly requires, meaning what it 
really takes to fully realise intended outcomes; 
 Take the appropriate actions to accomplish those outcomes, despite whatever 
fear, concern, opposition, or adversity is encountered; and 
 Have the discipline to live up to the standards of what must be done each and 
every time they are called for. There are no timeouts and no substitutions. 
Brodie (2013:1) indicates that change agents and leaders have the courage to follow 
through on the changes and stay focused on their goal and outcome, despite the 
change being difficult or unpopular. Welch and Welch (2008:1) are of the opinion that 
change agents have the courage to bet their careers as they are willing to take bold 
action and accept the consequences, knowing that leading change can be a messy 
exercise with few clear-cut answers about how the events will play out, which may 
lead to termination if things go wrong.  However, this does not stop them. Change 
agents must be courageous enough to go after the unknown, to act upon tough 
situations that hold back progress, and to keep the status quo from returning 
(Whitaker 2012:1). Change leaders must develop the personal courage required to 
sustain their commitment in the face of opposition, failure, uncertainty, and personal 
risk (Baker 2013:1). Cladwell (2003:286) indicates that change leaders‟ ability to be 
outspoken and courageous is important to act as a catalyst for change. Wireman 
(1999:152-153) contends that change agents are history-makers who are 
courageous enough to look at the past and offer a different view in terms of moving 
forward. 
Courage is an important quality for change leaders as it allows them to take bold 
steps to allow for the organisation to move forward towards success. In order to 
move forward, change leaders need to be optimistic about the future of the 
organisation and where it is headed. 
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d) Optimistic 
Bennett (2002:16) believes that change agents have indispensible capabilities such 
as being optimistic about the future.  This positive attitude causes the change agent 
to operate from hope of success rather than fear of failure. Whitaker (2012:1) states 
that change agents who think positively, create an environment whereby employees 
involved will ensure that the change will take action. These change agents have a 
“can-do” mindset. According to Stark (2000:1), change leaders normally have an 
action-orientated reputation in the organisation; they are optimistic and positive. 
Furthermore, although the change process may seem tedious and never-ending, the 
change leader needs to find the will keep moving, remain positive, motivate the team 
and meet the objectives which have been set. 
 
e) Intelligence and knowledge 
Intelligence is defined as the measurement of an agent‟s ability to achieve goals in a 
wide range of environments (Legg & Hutter 2007:9). Knowledge is the fact or 
condition of knowing something with familiarity gained through experience or 
association (Denning 2009:1). 
 
According to Sidra et al. (2011:120) change leaders need to possess first-rate 
intelligence to create change. Good leaders articulate the purpose of the 
organisation and priorities succinctly and in a language that encourages intelligent 
questioning (Clutterbuck & Hirst 2002:352). Timmer et al. (2007:23) consider that 
sustainability leaders need to be systemic thinkers and have a deep knowledge of 
how social, economic and environmental issues interact in order to achieve the best 
outcome for the organisation.  Tan and Haufmann (2010:1) observe that change 
agent leaders need to have strong analytical skills and must learn to take apart and 
reassemble operations and systems in novel ways, and then determine the financial 
and political impacts of what they have done. This suggests that they need have the 
intelligence to solve problems effectively. Leaders who are intelligent and 
achievement-orientated believe in continuous learning (Wood & Vilkinas 2005:190).   
 
Abbas and Asghar (2010:21) suggest that intelligent leaders are those who have the 
skills and knowledge gained from experience to allow them to manage daily 
organisational tasks effectively and efficiently.  This is supported by Kross and 
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Kitazume (2013:1) who point out that being experienced and knowledgeable is 
valuable for change leaders because organisations are looking for individuals with 
broad knowledge of the subject matter, in other words, for those who are experts. 
Couros (2013:1) cites Covey who states that leaders are credible and 
knowledgeable in what they speak about and lead by example. Furthermore, if 
leaders want to create change, they not only need to be able to articulate what it 
should look like, but show it to others. Of the qualities that change leaders need to 
posses, the ability to know how to conduct meetings and workshops to educate 
employees is also regarded as important (Change first 2011:4).  
 
In summary, the personal qualities of change leaders allow them to be committed to 
the change process and display an optimistic and energetic attitude in order to have 
others around them involved in the change process. As the change process may 
require some intelligent planning and being knowledgeable on the subject matter, 
change leaders rely on knowledge gained through experience to manage the 
process efficiently. There will be stumbling blocks along the way however, and 
change leaders need to be courageous to effect change. 
 
In addition to personality qualities, change leaders must also possess particular 
qualities relating to job behaviour. 
 
5.2.1.2 Job behaviour qualities 
Several authors (Bennis & Goldsmith 2003:122; Purt 2012:1; Whitaker 2012:1) have 
identified job behaviour qualities that can contribute towards implementing changes 
in the organisation successfully.  In the following sections, these job behaviour 
qualities are elaborated on. 
 
a) Passion 
Bennett (2002:17) states that change agents are passionate about creating change.  
Passionate leaders are achievement-orientated according to Wood and Vilkinas 
(2005:190). Leaders, also according to Timmer et al. (2007:22), must have a deep 
sense of passion. Crum (2012:1) reiterates this, stating that change leaders have a 
passion to positively impact their organisation, their way of working, and to embrace 
new tool sets and methodologies. Being passionate according to Mohin (2012:1) is 
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the ability to do something wonderful by adding value through change systems, to 
assist individuals and the planet and lastly to leave a legacy by being dedicated to 
making the world better. This is supported by Purt (2012:1), who states that change 
leaders must be passionate to create a better world. Kanter (199:1) notes that one of 
the most important qualities which change leaders can bring to the organisation is 
passion, while Allio (2009:9) adds that leaders invoke passion. 
  
b) Achievement-orientated 
Mclean (1961) cited in Sebora, Lee, Sukasame (2009:306) maintains that an 
individual with a high need for achievement is characterised as having a desire to 
take personal responsibility for decisions, a tendency to work harder at tasks 
requiring mental manipulation, setting goals and trying to achieve them, and a 
tendency to think and plan ahead. McClelland et al. (1953) cited in Kunnanatt 
(2008:171), describe achievement-orientated individuals as those who: 
 Set their goals realistically; 
 Take only moderate levels of risk; 
 Possess the need for immediate feedback on the success or failure of tasks 
executed; 
 Tend to be preoccupied with a task once started; and 
 Crave satisfaction with accomplishment per se. 
 
Achievement-oriented leaders can be distinguished from non-leaders in terms of 
their objectives and approaches toward risk-taking, creativity and proactivity (Carland 
and Carland 1992 cited in Kunnanatt 2008:172). This means that leaders who have 
a strong desire to succeed will want to learn from their mistakes, be reflective and to 
move forward (Wood & Vilkinas 2005:193).  Abbas and Asghar (2010:21) state that 
in order to achieve, change leaders need to formulate strategies and plans. They 
also have self-awareness which is a crucial element needed to handle tough 
challenges of adversity, overcome resistance from others, and becoming the initiator 
and spokesperson for change in order to achieve the goal set (Whitaker 2012:1). 
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c) Sense of responsibility 
Bennett (2002:20) observes that change agents have a sense of responsibility 
towards an issue or people. Abbas and Asghar (2010:25) note that change leaders 
provide responsibilities and opportunities for employees and they are responsible for 
the creation of such an environment. This is endorsed by Erpestad (2013:8) who 
proposes that change leaders are responsible for peer-networking, supporting 
relationships and building partnerships in order to assure that individuals at both an 
individual and collective level create changes that make sense for long-term 
prosperity and survivability of the organisation. Conner (2012:1) states that change 
leaders match responsibility with authority when assigning change-related tasks or 
roles. This involves the selection of individuals for key positions who are strong-
willed and ensures that the individuals assigned have the ability to get the job done. 
 
Not only are change leaders responsible for creating a positive environment for the 
employees, but they are also ultimately responsible for making a success of the 
change project (Change first 2011:2).) Erpestad (2013:9) asserts that leaders must 
be responsible for envisioning new methods of making progress and that their 
choices should focus on the anticipated results and products instead of standard 
decisions and precedents. Coskun and Krdzalic (2008:11) describe a change agent 
as a person responsible for organising and coordinating the overall change effort.   
 
d) Being focused 
Bennett (2002:12) highlights the fact that change agents are focused on the task 
ahead. According to Erpestad (2013:4), sustainability leadership is focused on long-
term, substantive changes toward sustainability and promoting the common good. 
Change leadership according to Sidra et al. (2011:114), involves focusing on the 
human aspects of change and involving individuals who are able to add value to the 
process. Crum (2012:1) states that change leaders are not just innovative in their 
ideas, but are focused in terms of how to apply them. Mohin (2012:1) suggests that 
change leaders can incorporate an element of fun to focus on “shiny and new” topics 
that are part of change programme. Change leaders furthermore, have to “wear 
many hats”, which include elements of responsibility and focusing on the tasks of 
change (Kanter 1999:1). Stark (2000:1) indicates that change leaders need to be 
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able to maintain focus in a changing environment as many new ideas arise in a 
change project.  
 
These change leaders also need to be able to integrate good ideas into the project 
without losing sight of the original objective. Brodie (2013:1) proposes that change 
leaders are focused on their goal and outcome and keep their focus on the bigger 
picture. Fullan (2002:1) supports this by indicating that change leaders strive to focus 
energy and achieve the vision which has been set. 
 
e) Problem-solving orientation 
Problem-solving is the process of working through details of a problem to reach a 
solution, which may include mathematical or systematic operations and can be a 
gauge of an individual's critical thinking skills (Business dictionary 2013b:1). Effective 
problem-solving is a foundation of competence for both leaders and followers. 
Competent leaders exhibit clear results, focus, apply processes necessary to fix 
problems, identify and seize opportunities, and meet and conquer important 
performance challenges (Bateman 2010:38). There are six essential activities to 
ensure effective problem-solving results as shown in Figure 5.1. 
 
Figure 5.1: Essential activities for effective problem-solving  
 
Adapted from: Bateman (2010:38) 
 
Figure 5.1 illustrates the importance of clearly defining the problem and correctly 
solving it. Change leaders initially clearly define the correct problem and objective 
and remain focused. Thereafter, they search for the best alternatives and identify 
creative solutions.  Once the alternatives have been researched, leaders need to pay 
attention to both long- and short-term solutions and consider the benefits as well as 
the costs of these alternatives. Leaders need to pay careful attention that the choice 
made is coordinated and integrated to give optimal results. Once the choice has 
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been made, implementation needs to take place. In this phase, planning needs to be 
done thoroughly and the leader must ensure that the plan is followed through.  
Finally leaders need to monitor and collect data and follow up on the implemented 
solution. Kanter (1999:1) proposes that change agent leaders identify many solutions 
to a problem and that by looking through a different lens, they can invent a new way 
to deliver results. Michaelson and Spiegel (2010:54) are of the opinion that leaders 
move from solving problems to shaping challenges. This means that rather than 
asking people to complete specific tasks, a team is commissioned to address the 
overall strategic priority.  It is important that change leaders think of new ways to use 
existing systems and processes and envision organisational solutions to challenges 
faced (Kross & Kitazume 2013:1).  
 
f) Flexibility 
Owens (2013:1) suggests that flexibility is the ability to lead and manage others in a 
non-rigid way.  In an increasingly uncertain and dynamic global marketplace, 
leadership flexibility has become essential for organisations to successfully take 
advantage of favourable future investment opportunities, respond effectively to 
technological changes or competitive moves, or otherwise limit losses from adverse 
market developments (Trigeorgis 2005:25). Leaders with flexible decision-making 
styles are rare and are often found in top positions of an organisation (Nutt 
1993:709). Flexibility in decision-making means keeping options open, not making 
unnecessary decisions and collecting information timeously (General review 
2008:33). 
 
Mohin (2012:1) states that learning is a lifelong experience for a change leader and 
in order to continue learning, they need to be flexible and curious about what they 
do. Furthermore, Tan and Kaufmann (2010:1) suggest that good change agents 
must be flexible enough to work around “roadblocks” and handle evolving priorities. 
In other words, they need a disciplined yet flexible approach to tackle the challenges 
of change. This is supported by Richards (2013:1) in proposing that successful 
leaders are comfortable with ambiguity, therefore flexible.  
 
In summary, job behaviour qualities of a change leader involves being passionate 
about creating change in the organisation. Goals must be achieved in the 
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organisation and change leaders will be driven to achieve these goals by overcoming 
resistance to change. As members of the team play an important role in the effective 
implementation of the change, change leaders display a sense of responsibility 
towards these individuals and have the ability to remain focused on achieving the 
change. Problems may arise during the process and the ability to solve problems in 
an organised manner, but be willing to be flexible if the change process is not 
executed smoothly, is essential in a change leader. 
 
In addition to personal convictions both in terms of personality traits and job-related 
behaviour, change agents must also possess relationship qualities. 
 
5.2.2 Relationship qualities 
Relationship qualities can be specified in terms of personal and professional 
relationship qualities according to Fullan (2002:1). It was indicated that individuals 
who blend personal humility with intense professional qualities are more successful 
in the workplace. In the following sections, the personal relationship qualities 
desirable for change leaders are highlighted. 
 
5.2.1.1 Personal relationship qualities 
Personal relationship qualities have been identified by many authors (Abbas & 
Asghar 2010:21; Baker 2013:1; Mohin 2012:1; Polychroniou 2009:345).  In the 
following sections these personal relationship qualities are outlined. 
 
a) Empathy 
Empathy refers to one‟s ability to understand the feelings transmitted through verbal 
and nonverbal messages, to provide emotional support to people when needed, and 
to understand other people‟s emotions and behaviour (Polychroniou 2009:345).  
Mahsud et al. (2010:562) define empathy as the ability to recognise and understand 
the emotions and feelings of others. Having empathy can make it easier to develop a 
cooperative relationship of mutual trust with a subordinate.  Judge, Piccolo and Ilies 
(2004:51) stress that empathy may underlie relationship-orientated leadership 
behaviours such as consideration which is characterised by mutual trust, respect for 
and support for another person‟s ideas, and appreciation of their feelings.   
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According to Tan and Kaufmann (2010:1), change agent leaders need considerable 
empathy and must be able to put themselves in the shoes of the employees who are 
being affected by the change. In addition, change leaders care about employees, are 
fair-minded and sensitive to helping them succeed (Baker 2013:1). 
 
Brown, Sautter, Littvay, Sautter and Bearnes (2010:203) found that empathetic and 
narcissistic personality traits were significant predictors in ethical decision-making. 
Holt, Joan and Marques, (2012:103) suggest that having empathy assist leaders in 
interactions with stakeholders in the organisation. It is further stated that empathy 
forms part of the “soft behaviours” group and should not be underestimated, as these 
soft skills could lead to hard results such as improvement in bottom-line results.  
Rahim et al. (2002) cited in Polychroniou (2009:347) state that leaders who possess 
empathy are likely to recognise subordinates‟ needs, take an active interest in them, 
respond to changes in their emotional states, and work together to attain team goals. 
 
b) Persuasiveness 
Manning (2012a:151) defines persuasion as the ability to convince people through 
the use of argument.  The author considers that reason and persuasion are 
intrinsically linked, in that persuasion is about convincing people through the use of 
reason.  Persuasive leadership is centred on how a leader‟s style fits with the culture 
of the team being influenced, as organisations have a collective personality 
(Woodward 2010:59).  Conger (1998) cited in Manning (2012a:151), states that one 
of the necessary arts of persuasion is outlining goals that establish common ground 
with the team or group which a leader wishes to persuade. Persuasion is as an 
integral part of the role of leadership in organisations in order to have the buy-in from 
all stakeholders.  
 
Without persuasion, leaders would struggle to win over the opposition. Hence, 
change leaders need to be flexible in their thinking and decision-making to allow for 
all views to be heard. As a persuasive change leader is influential, he or she needs 
to have the ability to grow productive professional relationships and lead through 
influence, meaning building relationships with internal and external stakeholders 
(Mohin 2012:1). This view is supported by Visser and Crane (2011:14) who indicate 
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that in order for change leaders to be successful, their time will be spent influencing 
people to think differently in order to change what they do. 
 
c) Assertiveness 
Welch (2003:169) describes assertiveness as a direct compliment to adaptability. It 
is about being able to set and maintain boundaries, about engaging in direct and 
honest communication and about knowing what one stands for, individually and as a 
team. It is about being respectful and clear in all communications.  A further 
definition of assertiveness is to honestly express feelings and needs. It allows 
individuals to relate to one another in an open and frank way, while respecting each 
other‟s views and opinions (Lewthwaite 2000:98). The importance and outcomes of 
assertiveness in leadership are indicated in Table 5.1. 
 
Table 5.1: Importance and outcomes of being assertive 
Assertiveness evidence Positive effective outcomes 
Handling conflict 
 
 Defuse difficult situations where individuals are angry or upset 
 Resolve conflicts and find solutions 
Staff development 
 
 Take into account team feelings and views  
 Assist in working more effectively 
 Encourage greater contribution in terms of new ideas and 
improvements to existing practices 
Customer relations 
 
 Improve customer relations by being honest about what can and 
cannot be achieved  
 Not making promises to customers that cannot be kept  
Communication and 
teamwork 
 
 Employees are more likely to say what they really think  
 Employees are more aware of where problems lie, and are happier 
about suggesting solutions and working together to implement them 
Growing confidence  More decisive employees   
 Improved confidence by knowing that a situation was handled well  
 Reduced worry and stress and more having been done 
 Improved time management  
Negotiations  Assist in obtaining  better outcomes from all negotiations  
 
Adapted: Lewthwaite (2000:99-100) 
 
Table 5.1 shows that by being assertive, leaders are able to handle conflict more 
effectively and develop staff by ensuring that the team works well together through 
effective communication.  Leaders are also able to negotiate more effectively with 
suppliers and in turn build the organisation‟s customer base.  Holistically, leaders 
grow in their confidence by being assertive with individuals and at the same time, 
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there is no anxiety or stress from handling situations assertively. Santora (2007:84) 
identifies three levels of leader assertiveness: 
 Low assertiveness as being very passive and deferential to others; 
 Moderate assertiveness as mounting a defence when provoked; and 
 High assertiveness as pursuing objectives with hostility. 
 
In order for a leader to have the best possible outcome, moderate levels of 
assertiveness are more likely to result in effective leadership outcomes (Ames & 
Flynn 2007:320).  
 
Because being assertive assists a change leader in finding the best possible solution 
for the organisation, at times there will be conflict in reaching consensus. The ability 
to handle this conflict is important. 
 
d) Conflict handling 
Conflict handling or conflict management is the practice of recognising and dealing 
with disputes in a rational, balanced and effective way (Business dictionary 2013a:1). 
Klenke (2003:1026) states that regardless of gender, strategic decision-making is 
affected by power which in turn serves as a major foundation of organisational 
politics. To deal with many situations effectively, skill in conflict management is 
needed. How conflict is handled affects trust between employees in an organisation. 
Edwards and Walton (2000:35) state that one of the most vital skills of leadership is 
the ability to manage conflict or disagreement. The authors offer five conflict-
handling techniques applicable to different situations, namely: 
 Power which is not the preferred method, but is used in an emergency or when 
unpopular actions are to be introduced; 
 Accommodation which occurs where one party is submissive and gives way; 
 Avoidance which happens when conflict is ignored with the hope that it goes 
away; 
 Compromise which is used when the conflict issues are complex and critical and 
where both parties have strong interests. All parties sacrifice something for the 
common gain; and 
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 Collaboration which is viewed as the preferred way forward, whereby both parties 
will be satisfied. 
 
These techniques are reiterated by Thomas (1976) cited in Liu, Fu and Liu 
(2009:231), who presents five approaches to handling conflict as demonstrated in 
Figure 5.2. 
 
Figure 5.2: Five approaches to conflict handling 
 
 
Adapted from: Liu et al. (2009:231) 
 
Figure 5.2 illustrates that there are different approaches to conflict handling and the 
most promising approach is evident where both parties involved benefit from the 
decision taken. 
 
Leaders according to Bass and Riggio, (2006) cited in Doucet et al. (2009:343) can 
also reduce conflict by being sensitive to their subordinates‟ needs. This in turn could 
encourage their subordinates to respect and understand the position and needs of 
others and, at times, overcome any rigid positions they may hold. Abbas and Asghar 
(2010:21) consider that change agents reduce conflicts because of their 
•Assertive and cooperative 
•Win-win 
Collaboration 
•Assertive and uncooperative 
•  Zero-sum 
Competing 
•Unassertive and cooperative 
•Obliging 
Accomodating 
•Unassertive and uncooperative 
• Inaction or ignoring style 
Avoiding 
•Both parties win 
Compromising 
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communication and team-building abilities and being flexible to allow for successful 
change.  
 
e) Emotional intelligence 
Marques (2007:645) describes emotional intelligence as an ability to attach a 
meaning to emotion, and to reason and problem-solve on the basis of the emotions. 
Emotional intelligence is the capacity to perceive emotions, assimilate emotion-
related feelings, understand the information of those emotions, and manage them. 
Emotional intelligence plays an increasingly important role in an organisation where 
differences in technical skills are minimal in importance (Kleiner & Porterfield 
2005:49). Rehman (2011:409) suggests that an emotionally intelligent leader has 
high organisational commitment, and uses positive emotions to boost his or her 
decision-making competence. According to Marques (2007:645), leaders without 
emotional intelligence may lack the crucial quality of reading between the lines and 
listening to the unspoken.  Welch and Welch (2008:1) states that most effective 
change agents have a sense of caring deeply, which allows employees to be more 
emotionally engaged. Furthermore, they have the ability to encourage employees to 
take part in a change effort, not to avoid punishment, but to reap great rewards. 
 
Subordinates are likely to respect and emotionally identify with a leader who is 
considerate and is willing to help them be more effective, enhance utilisation of 
integrating style for handling conflict and improve their job performance (Rahim et al. 
2002 cited in Polychroniou 2009:347). Leadership is intrinsically an emotional 
process, whereby leaders recognise followers‟ emotional states, attempt to evoke 
emotions in followers, and then seek to manage followers‟ emotional accordingly to 
Humphrey (2002) cited in Kerr, Garvin, Heaton & Boyle (2006:268). Furthermore, the 
ability of leaders to influence the emotional climate can strongly influence the 
organisation‟s performance.  Johnson et al. (2008:1) state that change leaders with 
high emotional intelligence can build effective relationships in a collaborative culture 
which can “confront the brutal facts” and achieve unity without necessarily having 
consensus to achieve sustainable organisational performance.   
 
In summary, in order for change leaders to implement change effectively, they need 
to be able to put to be employee-orientated as employees are being affected by the 
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change. Because change is not an easy process, to be persuasive is important to 
get the buy-in from the employees affected, in order to effectively implement the 
change. It is also helpful for change leaders to be assertive and know how to handle 
conflict when tempers run high, and to be emotionally intelligent in order to better 
understand the employees with whom they interact. 
 
In addition to personal relationship qualities, a change leader must also possess 
professional relationship qualities.  In the following section professional relationship 
qualities will be highlighted. 
 
5.2.1.2 Professional relationships 
Professional relationship qualities have been identified by many authors (Erpestad 
2013:8; Okurame 2008:520; Sidra et al. 2011:116; Toor & Orfori 2008:65) as 
essential in effecting change in organisations. The following sections discuss these 
various professional relationship qualities desirable for change leadership. 
 
a) Charisma 
Hwang, Khatri and Srinivas (2005:962) state that charisma is the ability to charm in 
order to sway feelings and influence others. Furthermore, it includes the ability to 
captivate the attention of followers while communicating the message in a way that 
appeals to a wide following of people from different backgrounds. Charisma is 
attributed to leaders who engage in unconventional behaviours, make self-sacrifices 
and act confidently in most situations (Michel et al. 2013:470). Charisma influences 
more successful team outcomes (Paulsen et al. 2009:513). This is supported by 
Toor and Orfori (2008:64-65) who state that the ability to influence followers is called 
charisma. Bennett (2002:6) suggests that change agents are charismatic and use 
these skills to get people to commit to changing.  Sidra et al. (2011:119) indicate that 
it is only a charismatic change leader who has the specialised quality to mobilise and 
sustain activity in an organisation through specific personal actions combined with 
perceived personal characteristics.  Change leaders need to be able to gain support 
and convince people in a variety of ways, and therefore make use of their personal 
charisma to negotiate agreements and support (Erpestad 2013:2). 
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The topic of charismatic leadership and the different characteristics thereof was 
already discussed in chapter four and will not be further in this chapter elaborated 
on. Being charismatic and having the ability to influence others is important for a 
change leader as this assists in turning a group of individuals into a team to work 
together towards achieving a common goal.  
 
b) Team-building 
Heathfield (2013:1) defines team-building as the process of turning a group of 
individuals into a cohesive team, a group of people organised to work together 
interdependently and cooperatively to meet the needs of their customers by 
accomplishing a purpose and goals. Building effective teams is a frequently 
discussed leadership process and a prevalent topic in management literature (Hunt 
& Weintraub 2004:45). Sheard and Kakabadse (2004:7) state that in organisations 
today, the importance and role of teams has been become more pivotal for 
improvement, innovation and solution-based thinking and in taking the organisation 
forward to the next level. In order for organisational agility, rebirth and 
competiveness to happen, organisations rely on those leaders are who are able to 
eliminate human, structural and cultural barriers, but at the same time leverage 
individual and organisational resources and strengths (Gilley, Gilley, McConnell & 
Veliquette 2010:29).  
 
It is also important for the leader who has been assigned to a team to ensure that the 
team is built and founded on certain principles and values. Williams et al. (2003:45) 
outline the benefits derived from a leader who is able to build teams successfully as 
having the ability to change employee behaviours and at the same time enhance 
organisational results. Sidra et al. (2011:116) conclude that if change leaders 
engage their team, it creates a sense of belongingness and motivates them towards 
their assigned work or duty, which ultimately increases the efficiency of the work. 
Teambuilding and teamwork are essential for change leaders as effective 
collaboration and interaction can positively affect their team members and collective 
situations (Erpestad 2013:8). 
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c) Communication 
Barret (2006:386) describes leadership communication as the controlled, purposeful 
transfer of meaning whereby leaders are able to influence a single person, group, 
organisation or community.  Furthermore, leadership communication is dependent 
on understanding the audience in all situations – understanding which moves them 
to listen and which motivates them to act.  By using effective communication skills, 
leaders focus on sharing power and information to create a collaborative team 
environment (Madlock 2008:65), which includes employees‟ personal propensities to 
trust, their past experiences and perceptions of their leader (Keeffe, Darling & 
Nateson 2008:100). Leaders who communicate openly, demonstrate integrity and 
trust, and encourage participation should outperform those with a more traditional, 
command and control style of leadership (Furst & Reeves 2008:372).     
 
Communication skills and the ability to manage a diverse group of people are critical 
skills for leading in rapidly changing environments (Furst & Reeves 2008:372).   
Change agents need to be able to communicate the vision for the change effectively 
(Couros 2013:1). According to Tan and Kaufmann (2010:1), change agent leaders 
also need good listening skills. The benefit of having leaders who can communicate 
effectively and are trustworthy is that it assists in creating the perception of 
organisational fairness (Brockner, Fishman, Reb, Goldman, Spiegel & Garden 
2007:1669).  Research by the International Association of Business Communicators 
found a distinct link exists between organisational excellence and communication; 
thus equating to creating clarity of purpose in the organisation (Clutterbuck & Hirst 
2002:352).  Communication is clearly viewed as an important quality which enables 
leaders to articulate, direct and influence individuals in organisations.  
 
Gaining assistance and cooperation requires the leader to have excellent 
communication skills, as well as astute political insight, in order to “sense where, 
when, how and with whom progress can be made” (Boutros-Ghali 1998:5). The 
interpersonal skills, political acumen and communicative abilities of leaders are 
essential because a “unified focus results from the leader‟s skill in communicating a 
unifying vision” (Bennis & Goldsmith 2003:122). Change agent leaders need to be 
able to communicate effectively at all levels and across all organisational boundaries 
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(Tan & Kaufmann 2010:1).  Richards (2013:1) states that it is critical for leaders to be 
strong communicators at all times, but especially during times of change.  
 
d) Networking  
Networking means developing and maintaining relationships with others who might 
assist in an individual‟s career (Forret & Dougherty 2004:419). The value of 
networking extends more broadly, for instance the building of both strong and weak 
network ties could involve performing unconditional favours, expressing thanks, and 
showing positive regard for others. Beyond one‟s own organisation there are 
opportunities to join professional groups or partnerships in civic organisations. 
Network ties may be established and strengthened through participation in symposia 
or conferences (McCallum & O‟Connell 2009:164-165). 
 
Wolf and Kim (2012:44) state that networking is positively related to a host of 
vocational outcomes, such as career success, search and job performance. 
Erpestad (2013:8) highlights that leaders for change are responsible for peer-
networking, supporting relationships and building partnerships in order to ensure that 
people “individually and collectively create changes that make sense for long-term 
prosperity and survivability of the organisation”.  Six necessary types of networking 
behaviours are identified by Wolf and Kim (2012:45-46) namely: 
 Building internal and external contacts; 
 Maintaining internal and external contacts; and 
 Using internal and external contacts. 
 
These behaviours are used within and outside organisations by leaders to foster 
relationships for future business.  
 
e) Mentoring and Sponsorship 
Mentorship can be defined as the relationship between an older, more experienced 
individual helping the less experienced individual to learn to pull through the world of 
work (Kram 1985 cited in Okurame 2008:520). Fowler Gudmundsson and O‟Gorman 
(2007:666) similarly define mentoring as the relationship between a person with 
advanced experience and knowledge and a more junior person who seeks 
assistance, guidance and support for their career, personal and professional 
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development. Mentoring is one of the activities designed and encouraged by 
leadership to develop its employees to ensure that they remain a source of 
competitive advantage. It can be viewed as an important tool for development which 
may have tremendous advantages for both the employee and organisation 
(Levsison, et al., 1978; Kram 1985 cited in Okurame 2008:521).  
Okurame (2008:530) proposes that mentoring assists in managing one‟s career, 
harnessing one‟s potential and skill awareness and assists in getting promoted to top 
leadership level.  According to Ortiz-Walters Eddleston and Simione (2010:101), 
mentoring promotes career development, assistance, exposure, challenging 
assignments for any mentee in a formal mentorship programme.  
Change leaders are highly motivated themselves, but they have the power to 
motivate, if not inspire, others around them. They create excitement and momentum 
in others and provide opportunities for people around them to follow their example 
and take personal responsibility for changing the organisation (Baker 2013:1). This 
suggests that change leaders are able to mentor individuals for development and for 
the betterment of the organisation. 
Sponsorship is more applicable to change agents, whereas mentoring is more 
applicable to change leaders. It must be noted, however, that sponsorship contains a 
mentorship element. Sponsorship occurs when the mentor goes beyond giving 
feedback and uses his or her influence on senior executives to advocate for the 
mentee (Ibarra et al. 2010:83). Kambil (2010:43) suggests that in order to assist the 
next generation of leaders who are apprentices, there is a tendency to move more 
towards sponsorships and not mentorship. The differences between mentoring and 
sponsorship are highlighted in Table 5.2. 
 
Table 5.2: Mentorship vs. sponsorship 
Mentorship Sponsorship 
 Can sit at any level in the hierarchy 
 Promote overwhelming support, 
feedback on how to improve and other 
advice 
 Serve as role models 
 
 
 
 Must be senior managers with influence 
 Give protégées exposure to other executives 
who may help their careers 
 Make sure their people are considered for 
promising opportunities and challenging 
assignments 
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Mentorship Sponsorship 
 Help mentees to navigate corporate 
policies 
 Focus on managing personal and  
professional development 
 Protect their people from negative publicity to 
damaging contact with senior executive 
 Fight to get their people promoted 
 
Adapted from Ibarra et al. (2010:85) 
 
The differences between sponsorship and mentorship are highlighted in Table 5.2 
and indicate that mentorship focuses on the personal development of the 
professional, whereas sponsorship focuses on the promotion of the professional. 
Change leaders are individuals who identify the required change and create a 
vision which is guided through inspiration, then implementing the change with the 
commitment of the members of the organisation (Grady 2013:1). Change agents 
are individuals who champion the adaptation and implementation of solutions 
directed at specific goals (D‟ Amato & Roome 2009:423).  
 
In summary, the building of professional relationships in the organisation plays a 
pivotal role in effecting change in an organisation. Through the use of charisma, 
change leaders have the ability to influence team members to work towards 
achieving a common goal. By communicating effectively, change leaders are able to 
bring the message of the change process across clearly and in doing so, allow for 
networks to be developed and maintained for the future. As change leaders envision 
where the organisation is headed, they are able to mentor employees in their team 
and allow for relationships to be built. 
 
In addition to professional relationship qualities, a change leader must also possess 
entrepreneurial qualities.  In the following section the elements of entrepreneurial 
qualities will be discussed. 
 
5.2.3 Entrepreneurial qualities 
Entrepreneurial qualities have been identified as desirable in the workplace by 
several authors (Bennet 2002:2; Couros 2013:1; Crum 2012:1; Mehmet 2012:299; 
Purt 2012:1; Zimmerman & Borouthers 2012:25).  The entrepreneurial qualities 
discussed in the following sections are related to change leadership. 
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5.2.3.1 Entrepreneurial orientation 
Entrepreneurial orientation can be defined as the extent to which leaders of the 
organisation are willing to take business risks, favour change and innovation, and 
proactively pursue new opportunities (Zimmerman & Borouthers 2012:25). Lumpkin 
and Dess (1996) cited in Kropp, Lindsay and Shoham (2008:104) define 
entrepreneurial orientation as entrepreneurial processes, practices, and decision-
making activities used to lead to the initiation of an organisation. Vora, Vora and 
Polley (2012:355) state that entrepreneurial orientation refers to the processes, 
practices, and decision-making activities that lead to a new entity which in turn 
reflects the organisational processes, methods, and styles that organisations use to 
act entrepreneurially and include: 
 Autonomy by enabling subordinates to act independently, to make key decisions, 
and to proceed; 
 Innovativeness through the willingness of organisations to pursue new ideas and 
to explore and experiment with them creatively; 
 Risk-taking by encouraging risk-taking behaviors of organisations; 
 Proactivity in attempting to prepare for the future by seeking new opportunities 
which may or may not be related to the present line of operations, the 
introduction of new products and brands ahead of competition, strategically 
eliminating operations which are in the mature or declining stages of life cycle; 
and 
 Competitive aggressiveness by directly confronting and challenging competitors. 
 
These five factors can vary independently based on the environmental and 
organisational context (Vora et al. 2012:355). Parkman, Holloway and Sebastio 
(2012:99) suggest that entrepreneurial orientation measures the extent to which 
leaders are innovative, proactive, and risk-taking in their strategic decision-making.  
An entrepreneurial orientation also includes a desire to seek and create new 
opportunities through the incidence of innovative, proactive and risk-taking 
behaviours (Zimmerman & Borouthers 2012:25). 
 
As entrepreneurial orientation plays as important role in new product development 
and creation, leadership is important in promoting innovation, business venturing and 
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strategic renewal in organisations (Guth & Ginsberg 1990 cited in Kantur & Iseri-Say 
2013:308). Entrepreneurial orientation is evident in the entrepreneurial performance 
of the organisation, in its continuing growth, in its ability to innovate and bring about 
new products in a field where technological advancement is a prerequisite for 
success and that the organisation is able to design products that its competitors 
imitate (Kansikas, Laakkonen, Sarpo & Kontinen 2012:154). Change leaders need to 
be entrepreneurial in finding the most efficient and effective ways to ensure 
organisational value and change management (Mohin 2012:1). 
 
5.2.3.2 Innovation-orientated 
Mehmet (2012:299) refers to a definition provided by the European Union (EU) of 
innovation as the introduction of change in workforce talent, working conditions, 
managerial and organisational jobs. Innovation is also viewed as the process of 
converting new ideas into value-creating outputs such as new products, methods or 
services.  Leadership expert, Drucker, defines innovation as the specific tool of 
entrepreneurs, through which they exploit change as an opportunity (Ünay & Zehir 
2012:316).  Six qualities are linked to innovation and its place in the organisation as 
can be seen in Table 5.3. 
 
Table 5.3: Innovation quality benefits 
Innovation qualities Innovation benefits 
Inclusive leadership 
 Sustains efforts 
 Manages risk 
 Propels the morale of the team 
 Leads to greater success 
Relentless creativity 
 Allows staff members to develop a desire for trying new 
ways of undertaking everyday activities 
 Learns to manage risk and plan to mitigate consequences 
 Expects some failures and learning from mistakes made 
Extensive internal collaboration 
 Encourages employees to continually apply their unique 
talents to group projects 
 Allows for employees to become motivated by a collective 
mission, not just personal gain or the intrinsic pleasures of 
autonomous creativity 
Robust external partnerships 
 Enables use of unusual criteria frequently used to craft 
partnerships with one or more external partners who 
benefit each other and the community as a whole 
 Allows organisations to tackle much more complex 
problems than a single entity would be able to address 
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Innovation qualities Innovation benefits 
Authentic community 
connections 
 Views by communities as successful and ability to bring 
about improvements 
Reality-focused and results-
driven 
 Makes a difference to organisations and is sustainable 
 Requires a constant review for improvement 
 
Adapted from: Thoreson & Muse (2012:24)  
 
As can be seen in Table 5.2, innovation plays an important role in leadership as it 
not only allows for new ideas and continuous improvement, but the sustainability 
thereof. Montoro-Sanchez and Soriano (2011:7) recommend that organisations 
engage in corporate entrepreneurship is as it will enhance the acquisition and 
utilising of innovative skills and abilities of employees. Crum (2012:1) asserts that 
change agents are innovative in that they are curious, experimental and try to apply 
their “discoveries” to the organisation‟s goals.  
 
5.2.3.3 Risk-taking propensity 
Risk-taking propensity can be understood as an aspect of personality that measures 
people‟s willingness to engage in risky activity (Shane, Locke & Collins 2012:264). 
Risk-taking propensity could effectively be conceptualised as an individuals‟ 
orientation toward taking chances in any decision-making scenario (Landqvist & 
Stålhandske 2011:8).  To be excellent, a change leader has to be willing to become 
a risk-taker willing to stay true to his or her convictions for making the change 
(Whitaker 2012:1). Purt (2012:1) contends that future sustainability leaders need 
qualities that were not required in the past, which include taking risks. The ability to 
take risks in an organisation may seem a daunting task for leadership at times. Risk 
is generally perceived as something unpleasant and its presence makes decisions 
more difficult (Wickham 2008:205). As perceived risk increases, more effort is likely 
to be put into choosing options.  
 
Landqvist and Stålhandske (2011:8) believe that entrepreneurs have a 
predisposition toward risk-taking. Yordanova and Alexandrova-Boshnakova 
(2011:273) suggest that risk can be viewed as a central element to entrepreneurial 
decision-making. Furthemore, risk-taking propensity can change over time as 
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opposed to remaining a stable and constant dispositional characteristic. It must be 
noted that risk-taking propensities differ from organisation to organisation and from 
individual to individual.  
 
5.2.3.4 Visionary 
D‟Intino, Boyles, Neck and Hall (2008:42) state that visionaries are those whose 
focus is on building the organisation itself, rather than to focus on a particular 
product or on individuals. Vision according to Abbas and Asghar (2010:10) are 
mental images of a possible and desirable future of the organisation. Khaleelee and 
Woolf (1996:5) state that leading involves being able to conceptualise a vision, 
having the authority, energy and clarity to communicate the vision and the resilience 
to sustain the work programme necessary to bring the vision to reality. This is 
supported by Hart and Waisman (2005:20), who are also of the opinion that leaders 
establish vision. Bennett (2002:25) states that change agents have indispensible 
capabilities such as being visionary.  Furthermore, the change agent knows where 
the organisation has been and presents a picture of where it is going. It is through 
vision and foresight that change agents excel by demonstrating that the change will 
produce a positive result (Whitaker 2012:1). Furthermore, the purpose and vision 
aids employees in coping with the proposed change. Warrick (2009:15) echoes this 
statement, noting that change agents provide visionary leadership. The topic of 
visionary leadership and the different characteristics thereof was already discussed 
in chapter four and will not be further elaborated on.  
 
Being a visionary and having a map for where the organisation is headed is 
important; however there may be obstacles to overcome and the ability to be resilient 
till the goal has been achieved is an important quality for a change leader. 
 
5.2.3.5 Resilience 
Luthans (2002) cited in Mario (2012:9) defines resilience as an individuals‟ positive 
psychological capacity to rebound, to bounce back from adversity, uncertainty, 
conflict, failure, or even positive change, progress and increased responsibility. 
Resilience is an important characteristic of leaders, as they are known for their 
determination and relentlessness when confronted with adversity. Resilience can 
also be viewed as the entrepreneurial capacity and ability to overcome especially 
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difficult circumstances (Calvo & Garcia 2010:268). Resilient leaders make use of 
positive emotions to bounce back from adversities (Flores, Muniz & Serviere-Muñoz 
2013:6).  
 
Trevelyan (2008:995) states that a certain level of resilience is required to cope with 
the sense of failure and stress involved in having to abandon some plans and make 
new decisions quickly.  Therefore optimism is helpful as it underpins persistence.  
Sutcliffe and Vogus (2003) cited in Dewald and Bowen (2010:198) argue that 
resilient leaders have the rare ability to simultaneously manage organisation change 
and stability and show resilience when they notice, interpret, analyse, and formulate 
responses to simultaneously high-threat and high-opportunity situations.  When 
faced with disruptive organisational changes, resilience enables leaders to “look past 
the storm clouds and see the opportunities in silver linings” (Dewald & Bowen 
2010:211). Couros (2013:1) states that change agents need to be persistent in 
assisting individuals to explore opportunities and not just give up if failing the first 
time.  
 
In summary, having an entrepreneurial orientation is important for a change leader 
as it allows him or her to find the most efficient and effective manner to drive change 
processes. Coupled with being entrepreneurial, change leaders need to be 
innovative to try new methods and be experimental until the desired outcome is 
achieved. To be innovative, change leaders need to be willing to take risks to 
achieve the goal set. Change leaders also need to know where the organisation is 
going and this means being able to see the bigger picture. This requires them to be 
visionary and think ahead. Because there may be resistance to change, change 
leaders need to be resilient and not give up if they are faced with failure. These 
entrepreneurial qualities allow for the change leader to effectively drive the change 
process in the organisation in order for it to have a competitive advantage.  These 
qualities allow such a leader to effectively drive the change process in the 
organisation to give it a competitive advantage among its competitors. 
 
5.3 SUMMARY  
In this chapter, the qualities and different elements of change leadership were 
explored. In order for change to be effective, change leaders need to possess certain 
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qualities which encourage the effective implementation of changes in the 
organisation to take place. These qualities were discussed in the groupings of 
personal convictions, relationship abilities and entrepreneurial qualities.  
 
Change leaders‟ convictions drive what they do and as a result there are different 
personality and job behaviour qualities which play a role in the implementation of 
change. These qualities were examined and it was found that change leaders 
needed to remain focused, be committed, energetic, courageous and knowledgeable 
of the subject matter in which they were involved. In terms of job behaviour, it was 
found that having passion, being achievement-orientated, having a sense of 
responsibility and being flexible were needed to allow for the effective 
implementation of change. 
 
Not only were personal convictions found to be important, but also the ability to build 
effective relationships both personal and professional, being empathetic, persuasive, 
assertive to be able to deal with conflict and being emotionally intelligent were 
established as significant aspects of the change leader‟s style. In terms of 
professional relationships, charisma was needed to obtain the buy-in of employees 
in the change process and to be able to build effective teams. Furthermore, it was 
found that change leaders need to be effective communicators to build networks 
both internally and externally. An examination of sponsorship and mentorship 
revealed that change leaders tend to be mentors whereas change agents are more 
often sponsors.  
 
Finally entrepreneurial qualities were discussed and it was found that being 
innovative, entrepreneurially-orientated, a risk-taker and resilient to complete the 
change process were important characteristics of a change leader. 
 
In the next chapter the biographical profile of the participants and their employers will 
be presented. 
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CHAPTER 6 
BIOGRAPHICAL PROFILE OF PARTICIPANTS AND THEIR EMPLOYERS 
 
6.1 INTRODUCTION 
In Chapter 5, an overview of the qualities and different elements of change 
leadership were explored. In order for the effective implementation of the change 
process to take place in the organisation, for change to be effective, change leaders 
need to possess certain qualities which promote this. These qualities were discussed 
in the groupings of personal convictions, relationship abilities and entrepreneurial 
qualities.  
 
In this chapter, a summary of the sample composition used in this study will be 
described, and the biographical profile of the participants in this study together with 
details of their employers will be discussed. The biographical portion will provide 
information on the organisation in terms of location, sector operating in, number of 
employees, years in existence, a description of the leader (educational background 
and experience) and an overview of the structure to highlight hierarchical 
relationships and reporting structure of the participants interviewed. 
 
The sample composition will now be described. 
 
6.2 SAMPLE COMPOSITION 
Table 6.1 shows the sample composition from the three selected provinces in South 
Africa. 
 
Table 6.1: Sample composition 
Province Number of participants 
Male Female  Total 
Eastern Cape 1 3 4 
Western Cape 2 3 5 
Gauteng 2 2 4 
 
In Table 6.1, it can be seen that there were a total of 13 participants in this study. All 
four Gauteng Province participants were employed at a Johannesburg-based 
organisation. In the Eastern Cape, all four participants were employed in 
 
 
157 
 
organisations in Nelson Mandela Bay and in the Western Cape, four participants 
were employed in Cape-Town based organisations while the fifth participant was 
employed in George. 
 
In the next section, the results of the biographical profile of the participants and their 
organisations will be discussed in more detail. 
 
6.3 RESULTS OF BIOGRAPHICAL PROFILE 
The results of the biographical profile of the Gauteng-based participants and an 
overview of the organisations they are employed in follows. 
 
6.3.1 Gauteng-based participants 
The results of the biographical profile of the four participants and their employers are 
next provided. 
 
6.3.1.1 Case A: Mining 
Mr A, a 54-year-old male, is currently employed as the General Manager in an 
organisation operating in the mining sector.   He has been in this leadership position 
for the past 20 years and has acquired a wealth of knowledge through his 35 years 
of working experience, which includes working for a major power utility for 12 years 
and the World Bank for two years. His qualifications include both a commerce and 
legal background, as he holds a B. Proc, LLB, LLM, and an MBA.   
 
Figure 6.1 shows how Mr A fits into the current (2013) organogram of this mining 
organisation based on the organogram provided by the participant, highlighting who 
he reports to and who reports to him.  
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Figure 6.1: Organogram of Mr A 
 
 
 
In Figure 6.1, it can be seen that Mr A reports directly to the chairman while both the 
managers of power and climate change departments report to him. 
 
a) Personal involvement in green issues 
Global warming is a matter close to Mr. A‟s heart and as a result, he consciously 
strives at home to reduce use of resources by utilising solar water heaters, energy-
efficient light globes, resetting his pool pump to pump off-peak and being an avid 
recycler.  He believes that he can assist in reducing the effects of global warming 
through his role in the organisation, and is in the process of becoming a community 
activist in order to help others understand why GHG reduction is critical. 
 
b) Background of mining organisation  
The mining organisation which employs Mr A has been in existence for the past 150 
years and it employs 36,000 employees globally and 10,000 at local level. Based on 
the information received in the interview, the researcher has compiled Figure 6.2 
which depicts the locations of the organisation‟s global operations. 
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Figure 6.2: Global operations locations 
 
Source: Own Construct 
 
From Figure 6.2, it can be seen that most of this organisation‟s operations are in 
Australia and South America, with only five establishments in Africa, seven in the 
US, two in the UK and three in the East.   
 
Two thousand of the staff complement are in management positions, with 25 
per cent of management positions held by women. Table 6.2 provides a breakdown 
of the global employee profile and gender distribution. 
 
Table 6.2: Global staff compliment    
Employee by category 
Gender % 
Total group % 
Male Female 
Senior managers 90.39 9.61 0.83 
Managers 84.63 15.37 3.26 
Supervisory and professionals 76.81 23.19 35.02 
Operators and general support staff 86.32 13.68 60.89 
 
Table 6.2 indicates that the ratio between male and female leaders, specifically in 
senior management, is biased towards men. Overall, this organisation‟s female 
component is under-represented from an operational level through to senior 
management as it has a very low percentage in comparison to the male component.  
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From the information presented above, it is suggested that Mr A is involved in his 
personal capacity with greening issues and at work, but also believes that he can do 
more to promote the awareness of global warming due to his position in the 
organisation.  
  
6.3.1.2 Case B: Audit and advisory 
Ms B is 42 years old and is the associate director for sustainability in an audit and 
advisory organisation which provides a consulting service to both financial and non-
financial organisations. She has been in this leadership position for the past ten  
years.  She is a qualified charted accountant and has 20 years of working 
experience in auditing and advisory services. 
 
Figure 6.3 shows how Ms B fits into the current (2013) organogram of this audit and 
advisory organisation, highlighting who she reports to and who reports to her. The 
participant did not provide an organogram, but information that enabled the 
researcher to construct a reporting structure was used. 
 
Figure 6.3: Organogram of Ms B 
 
 
 
Source: Own construct 
 
In Figure 6.3, it can be seen that Ms B reports directly to the chairperson with both 
the sustainability manager and the environmental managers reporting to her. 
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a) Personal involvement in green issues 
Ms B employs global warming reduction strategies at home through recycling and 
reduction of electricity usage. She purchased a motor vehicle that can assist in 
reducing global warming and also drives it in the most efficient way to reduce the 
carbon footprint and to simultaneously save money.  In the near future, she plans to, 
explore the use of solar energy for warming water and for powering external lighting 
at home. Ms B believes that everyone can do more to assist in reducing global 
warming by investing in renewable energy for one‟s home.  She did however indicate 
that this investment is a process rather than an event. She firmly believes that 
businesses should educate the public on global warming reduction actions.  She 
believes that consumers must change their buying and consumption behaviour, and 
suggested that businesses unfortunately produce to fulfil the needs of consumers 
which are material and consumptive. She provided an example of the Hummer, an 
uneconomical and environmentally unfriendly vehicle manufactured due to the 
demand of consumers. 
 
b) Background of audit and advisory organisation  
This partnership has been in operation for over 100 years. Globally, this organisation 
employs 184,000 people with 5,000 employees in South Africa.  The number of 
employees in leadership positions and specifically women in leadership is unknown 
globally and in South Africa. However, the percentage intake of new female 
employees is above 50 per cent, although this decreases as women leaders move 
into more senior positions for specific reasons. The organisation is addressing this 
issue to encourage these women leaders to stay. This is evident at an international 
level in Australia, Canada, the UK and the US, where the number of women in 
leadership is between 23 per cent to 33 per cent.  
Based on the information received in the interview the researcher has compiled 
Figure 6.4 which depicts the locations of the organisation‟s global operations.  
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Figure 6.4: Global operations locations 
 
 
Source: Own construct 
 
Figure 6.4 indicates that most of this organisation‟s operations are in the US, UK and 
the East. 
 
From the information presented, it is evident that Ms B makes use of greening 
initiatives in her personal capacity and believes that she can do more to assist in the 
reduction of effects of global warming at her workplace. 
 
6.3.1.3 Case C: Retail 
Ms C, a 29-year-old female, is currently employed as the communications manager 
in a multinational retail consumer goods organisation.  She has been in this position 
for the past two years. She has a B Com degree, indicating that she has some 
commerce background. Prior to joining this company, she spent five years working 
for a range of employers from NGOs to academic and small business sectors 
specifically in communication and stakeholder management.  In terms of NGOs, she 
managed the AIESEC national office and was on the global leadership team during 
her time at the organisation. She also spent time as a project manager at the Fowler 
Centre for Sustainable Value at the Weatherhead School of Business. She has also 
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been a travel writer on the stakeholder management side for a small Malaysian 
business, contracted by Tourism Malaysia to develop web content for its islands.  
 
Figure 6.5 shows how Ms C fits into the current (2013) organogram of the retail 
organisation based on the organogram provided by the participant, highlighting who 
she reports to and who reports to her. 
 
Figure 6.5: Organogram of Ms C 
 
 
 
In Figure 6.5, it can be seen that Ms C reports to the communications director with 
various agency teams reporting to her. 
 
a) Personal involvement in green issues 
As global warming and sustainability is important to Ms C, she consciously strives at 
home to reduce the use of resources and is an avid recycler to reduce the effects of 
global warming.  She firmly believes that everyone can assist in reducing the carbon 
footprint.   
 
b) Background of retailing organisation  
This retail organisation has been in existence for the past 175 years, and has been 
operating in South Africa for the past 17 years.  It employs 250 employees locally 
CEO 
Communicatons director 
Communications 
manager 
Agency teams 
Agency teams 
 
 
164 
 
and 126,000 globally, with 30 per cent of women in leadership positions. It has 
operations in 174 countries. Based on the information received in the interview, the 
researcher has compiled Figure 6.6 which depicts the locations of their global 
operations. 
 
Figure 6.6: Global operations locations 
 
Source: Own construct 
 
Figure 6.6 indicates the countries in which this organisation operates in. It is evident 
that their main operations are in the US, Asia, Australia and Europe.  Table 6.3 
illustrates the percentages of female leaders and all other employees from 2010 to 
2012. 
 
Table 6.3: Percentage global female leadership and non-leadership 
Position 
% Female 
2012 2011 2012 
Management 43.0 42.3 41.6 
All other employees 37.1 37.2 38.5 
 
Table 6.3 indicates that there has been an increase in women leaders from 2010 
until 2012. 
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From the information presented above, it is suggested that Ms C is involved in her 
personal capacity and is passionate about greening issues to reduce the effects of 
global warming.  
 
6.3.1.4 Case D:  Retail 
Mr D, a 27-year-old male, is currently employed as the group environmental 
manager at this multinational retailer.  He has been in this position for the past two 
years and has four years‟ working experience. He holds an honours BSc degree in 
Ecology and is currently completing his MSc. Prior to joining this organisation, he 
had two years‟ working experience ranging from mining to environmental consulting 
and indigenous tree planning.  
 
Figure 6.7 shows how Mr D fits into the current (2013) organogram of this retail 
organisation based on the organogram provided by the participant, highlighting who 
he reports to and who reports to him. 
 
Figure 6.7: Organogram of Mr D 
 
 
 
In Figure 6.7, it can be seen that Mr D reports to the group corporate affairs 
executive with the sustainability and reporting analyst reporting to him. 
 
a) Personal involvement in green issues 
Mr D strives at a personal level at home to reduce his resource use by driving an 
economical car to reduce CO2 emissions, by using energy-saving globes, using an 
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electric blanket and being a devoted recycler. Mr D believes that he can do more to 
assist in the reduction of global warming. 
 
b) Background of retailing organisation  
This multinational organisation has been in operation for 180 years.  At a global 
level, this organisation employs 30,495 employees, of which 9,972 are employed in 
South Africa.  Although the number of employees in leadership positions is not 
indicated, 45 per cent of leadership positions at a global level are held by women. 
The percentage of women leaders at local level is unknown. Based on the 
information received in the interview, the researcher has compiled Figure 6.8 which 
depicts the locations of their global operations. 
 
Figure 6.8: Global operations locations 
 
Source: Own construct 
 
Figure 6.8 indicates the countries in which this organisation operates. It is evident 
their main operations are in the US and Asia. 
 
The information presented on Mr D suggests that he is actively involved in both his 
role in the organisation and at a personal level in reducing the effects of global 
warming.  
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In the next section, the results of participants based in the Western Cape will be 
addressed. 
 
6.3.2 Participants based in the Western Cape  
Five persons were interviewed in the Western Cape. The results of the biographical 
profile of the five Western Province participants and their employers are provided 
next. 
 
6.3.2.1 Case E: Financial services 
Ms E, a 48-year-old female, is currently employed as the head of capital for 
infrastructure and agriculture at this multinational financial services organisation.  
She has been in this leadership position for the past ten years. She holds an 
honours degree in economics and her current qualification is from Harvard Business 
School. Ms E has 26 years‟ working experience in this financial services company 
ranging from retail banking to insurance.  
 
As Ms E juggles three different roles and reports to six different executives above 
her, she indicated that it was difficult to position her on an organogram; therefore no 
organogram is provided. 
 
a) Personal involvement in green issues 
Ms E indicates that she is an avid recycler and everything in their household is 
recycled. She believes that she can do more to assist in reducing the effects of 
global warming and stated that persuading her family to dispose of litter into the 
correct bins would assist even more. 
 
a) Background of financial services organisation  
This multinational organisation has been in operation for over 168 years.  Globally, 
this organisation has a staff compliment of 55,000 employees with 16,000 
employees in South Africa. Fifty employees are in leadership positions 
internationally, of whom 30 per cent are women at an executive level; however no 
data is available for South Africa.  Based on the information received in the interview, 
the researcher has compiled Figure 6.9 which depicts the locations of their global 
operations. 
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Figure 6.9: Global operations locations 
 
Source: Own construct 
 
Figure 6.9 indicates the operations at a global level and from this, it is evident that 
most employees are employed in the US, the UK and Asia.  
 
From the information presented, it is clear that Ms E employs greening initiatives in 
her personal capacity and believes that she can do more to assist in the reduction of 
effects of global warming. 
 
6.3.2.2 Case F:  Retail 
Mr F currently holds the position of head of sustainability in this retail organisation 
and is 35 years old. He has been in this leadership position for the past ten years. 
He has an educational background both in commerce and law as he holds a BCom 
degree, LLB and LLM.  Mr F has 13 years‟ working experience, eight of which were 
spent in the banking sector prior to holding his current position in this retail 
organisation. 
 
Figure 6.10 shows how Mr F fits into the current (2013) organogram of this retail 
organisation based on the organogram provided by the participant, highlighting who 
he reports to and who reports to him. 
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Figure 6.10: Organogram Mr F 
 
 
Figure 6.10 indicates that Mr F reports directly to the group executive of this 
organisation with two analysts reporting to him. 
 
a) Personal involvement in green issues 
Mr F does employ strategies personally to reduce the effects of global warming, 
namely: 
 Using energy-efficient lighting in his home; 
 Trying to make wise transport choices; and 
 By not eating meat, he reduces the carbon footprint. 
 
Mr F believes that he can do more to assist in global warming by making better 
transport choices and through the use of more solar powered equipment in his 
household. 
 
b) Background of retailing organisation  
This listed company has been in operation for 80 years and has 24,000 employees 
in South Africa.  The number of employees in leadership positions is between 80 to 
100 employees and the ratio of women to men in leadership is a 50:50 split. 
 
The above information suggests that Mr F is employing global warming reduction 
actions in his personal capacity, but emphasises that he could do more. The 
employer of Mr F is a fairly gendered organisation as the ratio between male and 
female leaders is 50:50.   
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6.3.2.3 Case G: Governmental department 
Ms G currently holds the position of climate change policy researcher, who is 
currently researching the field of climate change leaders. She holds a BSc Honours 
degree and has nine years‟ working experience. Prior to her current job, she 
conducted research in environmental resource management and sustainable 
development  policies. 
 
Figure 6.11 shows how Ms G fits into the current (2013) organogram of this 
governmental organisation based on the organogram provided by the participant, 
highlighting who she is reports to. 
 
Figure 6.11: Organogram Ms G 
 
 
Figure 6.11 indicates that there are a number of employees involved in 
environmental policy-making, which suggests that the environment plays a vital role 
in this organisation. 
 
a) Personal involvement in green issues 
Ms G has employed the following climate change reduction actions to assist in the 
reduction of global warming: 
 Electricity savings; 
 Water savings; 
 Planting indigenous instead of exotic vegetation; 
Executive mayor 
City manager 
 Executive directorate 
Director of environmental resource managment 
Head of environmental policy 
Climate change policy researcher 
 
 
171 
 
 Using more public and non-motorised transport; 
 Recycling waste; 
 Offsetting carbon emissions from flights; 
 Eating more locally sourced food; and 
 Participating and contributing to climate change events, workshops and 
seminars.  
 
She states that the purpose of these initiatives is to reduce personal carbon 
emissions, reduce risk of water scarcity and loss of biodiversity, as well as contribute 
to raising awareness and learning about climate change issues. 
 
b) Background of government organisation  
This municipality has been in operation for 13 years and employs 220 councillors 
and 25,000 employees. Ms G estimates that between 90 to 100 employees are in 
leadership. Women in leadership positions comprise between 20 to 30 per cent of 
the workforce. 
 
The information on case G and her employer, suggests that not only does she 
contribute positively in assisting in the reduction of global warming but her employer 
regards the environment as an important issue since she has to research 
environmental policies. 
 
6.3.2.4 Case H:  Education  
Ms H, who is 56 years old currently holds the position of director of the 
environmental evaluation unit at this organisation and has been in a leadership 
position for the past 11 years. She holds a PhD and has 20 years‟ working 
experience. Her working experience prior to her leadership position was that of a 
researcher and an environmental manager. Figure 6.12 shows how Ms H fits into the 
current (2013) organogram of this educational organisation based on the 
organogram provided by the participant, highlighting who she is reports to. 
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Figure 6.12: Organogram of Ms H 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 6.12 indicates where Ms H fits into the educational organisation, reporting to 
the deputy vice chancellor. 
 
a) Personal involvement in green issues 
In terms of personal involvement in greening issues, Ms H is personally engaged in 
the following green issues to assist in the reduction of global warming: 
 Recycling; 
 Installation of solar water heating system; 
 Uses low-energy light bulbs; 
 Walking instead of driving (weather permitting); and 
 Uses a fireplace instead of a heater. 
 
Ms H believes that she can do more to assist in global warming. 
 
b) Background of educational organisation  
This educational institution has been in operation in for 184 years and employs 
25,000 people. Ms H estimates that the number of employees in leadership is 
between 90 and 100. The number of women in a leadership position is unknown. 
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6.3.2.5 Case I: Education 
Mr I, who is 50 years old currently holds the position of director of operations and 
has been in a leadership position for 34 years. His educational background is law as 
he holds a BJuris and an LLM degree. Prior to working for this educational 
organisation, he worked for 14 years at local government level. Prior to this, he was 
employed by a local municipality in Gauteng.  
 
Figure 6.13 shows how Mr I fits into the current (2013) organogram of this 
educational organisation, based on the organogram provided by the participant, 
highlighting who he reports to. 
 
Figure 6.13: Organogram Mr I 
 
Figure 6.13 indicates that Mr I reports directly to the vice chancellor and has 
employees, each with different portfolios reporting to him. 
 
a) Personal involvement in green issues 
In terms of personal involvement in greening issues, Mr I states that both in his 
capacity as the operational director and at home he employs global warming efforts 
to reduce the effects of global warming in all projects he is involved in. He indicates 
that he does the following: 
 Budgeting – normal versus green; 
 Worming in black bins to  reduce wastage and feed forward; and 
 Water-saving at home through installation of heat pump, which is being used at 
his workplace; he has seen the benefits thereof. 
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b) Background of educational organisation  
This educational organisation is a small business in operation for 80 years. It 
currently employs 68 employees and 30 contracted employees.  Twelve staff 
members are in a leadership position of which four are women, which translates as  
30 per cent of their top management leadership level. 
 
The information on case I, suggests that he contributes positively in assisting in the 
reduction of global warming through various initiatives at home. 
 
In the next section, the results of participants based in the Eastern Cape will be 
addressed. 
 
6.3.3 Participants based in the Eastern Cape  
The results of the biographical profile of the four participants and their employers are 
next provided. 
 
6.3.3.1 Case J: Manufacturing 
Ms J is 46 years old and holds the position of human resources executive.  She has 
been in leadership positions for the past nine years.  She has a DPhil degree. She 
has a total of 22 years‟ working experience and prior to joining this manufacturing 
company, she was the head of transformation at a pharmaceutical company. 
 
Figure 6.14 depicts how Ms J fits into the current (2013) organogram of this 
manufacturing organisation, highlighting who she reports to and who reports to her. 
The participant did not provide an organogram, but information that enabled the 
researcher to construct a reporting structure was used. 
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Figure 6.14: Organogram Ms J 
 
 
 
Source: Own construct 
 
Figure 6.14 indicates that Ms J reports directly to the chairperson and the human 
resources manager reports to her. 
 
a) Personal involvement in green issues 
At home, Ms J employs global warming reduction strategies such as planting trees 
and recycling of bottles which assists in reducing the carbon footprint.  She believes 
that everybody can do more to assist in reducing global warming. 
 
b) Background of manufacturing organisation  
This manufacturing organisation that Ms J is employed at has been in operation for 
more than 50 years.  At a global level, this organisation operates in 12 countries and 
employs more than 10,000 employees. Currently there are 3,400 employees in 
South Africa of which nine executives are in leadership positions with three being 
women. Based on the information received in the interview, the researcher has 
compiled Figure 6.15 which depicts the locations of their global operations. 
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Figure 6.15: Global operations locations 
 
Source: Own construct 
 
Figure 6.15 indicates that the main operations of organisations are in Africa and in 
the East. 
 
The information on case J suggests that she employs global warming reduction 
activities. 
 
6.3.3.2 Case K: Manufacturing 
Ms K, who is 45 years old, currently holds the position of occupational health and 
safety and environmental manager. She has been in this position for the past six and 
a half years and holds a Masters Degree in Safety and Environmental Management. 
Prior to joining this organisation, she spent eight years as a deputy director at the 
Department of Labour, and prior to that, as a safely advisor for eight years. She has 
22 years‟ working experience. 
 
Figure 6.16 shows how Ms K fits into the current (2013) organogram of this 
manufacturing organisation, highlighting who she reports to and who reports to her. 
The participant did not provide an organogram, but information that enabled the 
researcher to construct a reporting structure was used. 
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Figure 6.16: Organogram Ms K 
 
 
 
Source : Own construct 
 
In Figure 6.16, it can be seen that Ms K reports to the director and has 
environmental officers reporting to her.  
 
a) Personal involvement in green issues 
Ms K is employing the following global warming reduction strategies at home: 
 Using cleaning creams as opposed to aerosol tins; 
 Using a gas stove as opposed to electric; 
 Switching off lights which are not being used,  
 Having no pool, which means no chemicals; 
 Vegetable garden in pots; 
 Using energy-efficient light bulbs; 
 Greening the home environments by planting trees; 
 Using environmentally friendly chemicals; 
 Re-uses wrapping papers and plastics/packaging; 
 Switching geyser off at times; and  
 Switching off the lights when not in rooms. 
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b) Background of manufacturing organisation  
This organisation has been in operation for more than 50 years and employs globally 
over 500,000 employees and 6,000 in South Africa. Thirty per cent of the employees 
in South Africa are in leadership positions with only a small percentage being 
women. Based on the information received in the interview, the researcher has 
compiled Figure 6.17 which depicts the locations of their global operations. 
 
Figure 6.17: Global operations locations 
 
Source : Own construct 
 
From Figure 6.17, it can be seen that most of this organisation‟s operations are in 
Europe, South America and Asia.  
 
The information Ms K supplied suggests that she employs global warming reduction 
activities. 
 
6.3.3.3 Case L: Financial services 
Mr. L, a 39-year-old male, is currently employed as the regional sales manager in 
this organisation operating in the financial services sector.   He has been in this 
leadership position for the past ten years and has acquired ample knowledge during 
his 16 years of working experience in finance and auditing in this organisation. His 
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educational background is one of commerce as he holds an Honours degree in 
Management Accounting. 
 
Figure 6.18 shows how Mr L fits into the current (2013) organogram of this financial 
services organisation based on the organogram provided by the participant, 
highlighting who he reports to and who reports to him. 
 
Figure 6.18: Organogram Mr L 
 
 
 
In Figure 6.18, it can be seen that Mr L reports to the managing executive with three 
sales support managers reporting to him. 
 
a) Personal involvement in green issues 
As sustainability and greening issues are matters which he is passionate about, Mr L 
strives at home to reduce the use of resources through using energy-efficient light 
bulbs and re-using plastic bags. He boldly states that he throws nothing away. 
 
b) Background of financial services organisation  
This financial services company has been in operation for the past 182 years and it 
currently employs 28,000 employees. The number of staff in leadership is 855, with 
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women making up 30 per cent of this total. Table 6.4 indicates the specific numbers 
of male and female leaders in the organisation. 
 
Table 6.4: Male and female leaders  
Occupational level Male Female 
Top management 17 2 
Senior management 546 236 
 
Table 6.4 indicates that the percentage of women in top leadership is significantly 
less than that of men at this level.  However, women in senior leadership positions 
have an almost equal percentage split. 
 
Based on the information provided, Mr L employs global warming reduction activities 
in his personal capacity. 
 
6.3.3.4 Case M: Local government 
Ms M, a 31-year-old female, is currently employed as the environmental 
management coordinator in this organisation operating in the local government 
sector. She holds a National Diploma in Hotel Management, a BA degree in 
environmental sustainability, has seven years‟ working experience and has an 
ISO14001 implementation course certificate.  
 
Figure 6.19 shows how Ms M fits into the current (2013) organogram of this 
governmental organisation, highlighting who she reports to. The participant did not 
provide an organogram, but information that enabled the researcher to construct a 
reporting structure was used. 
 
Figure 6.19: Organogram Ms M 
 
 
Source: Own construct 
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In Figure 6.19, it can be seen that Ms M reports directly to the director for 
environmental management.  
 
a) Personal involvement in green issues 
Ms M is employing personal strategies to assist in the reduction of global warming by 
participating in a car pool system, having a timer on her geyser, recycling paper and 
making use of recycling transfer stations at her place of employment. 
 
b) Background of government organisation  
The local government organisation that Ms M has been employed in has been in 
existence for the past 13 years. The staff compliment and number of women in 
leadership positions is unknown and could not be provided. 
 
6.4 SUMMARY OF BIOGRAPHICAL DETAILS OF LEADERS IN SOUTH 
AFRICA INTERVIEWED 
The biographical details of the leaders interviewed as described in this chapter are 
summarised in Table 6.5. 
 
Table 6.5: Summary of biographical data of SA leaders interviewed 
Item Description Frequency 
Gender Male 5 
Female 8 
Leader‟s age 18-25 yrs 0 
26-35 yrs 5 
36-45 yrs 3 
46-55 yrs 4 
55-65 yrs 1 
Work experience Less than 1 year 0 
1-5 yrs 2 
5-10 yrs 2 
11-15 yrs 3 
More than 16 yrs 6 
Total years in leadership 
position 
Less than 1 year 2 
1-5 yrs 2 
5-10 yrs 6 
11-15 yrs 1 
More than 16 yrs 2 
 
Table 6.5 summarises the biographical details of the leaders included in this study. 
The table indicates that eight of the 13 participants interviewed were female and five 
were male. The average age of the participants was 45 years, with the eldest 
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participant being 56 years and the youngest 27 years. Most of the participants had 
work experience between exceeding 16 years, with only two having less than five 
years‟ experience. The majority of participants had been in their leadership positions 
for more than five years, but less than 11 years. Only two participants had been in a 
leadership position for more than 16 years, with two participants having been leaders 
for between one and five years.  
 
In Table 6.6, a summary of the profiles of the organisations employing the 
participants is provided. 
 
Table 6.6: Summary of the profiles of South African employers of participants 
South African employers of participants 
Case Province Sector Number of years 
in existence 
% Women 
leaders 
Number of 
employees 
A Gauteng Mining 150 25 10000 
B Gauteng Audit and advisory 100 22-33 5000 
C Gauteng Retail 175 30 250 
D Gauteng Retail 180 45 9972 
E Western Cape Financial services 168 30 16000 
F Western Cape Retail 80 50 24000 
G Western Cape Local government 13 20-30 25000 
H Western Cape Education 184 Unknown 25000 
I Western Cape Education 80 30 68 
J Eastern Cape Manufacturing 50-100 33 3400 
K Eastern Cape Manufacturing 50 15 6000 
L Eastern Cape Financial services 182 30 28000 
M Eastern Cape Local government 13 Unknown Unknown 
 
As can be seen in Table 6.6, of the 13 employers, eight had been in operation for 
100 years or more (cases A, B, C, D, E, H, J and L), six for less than 100 years, and 
two had been operating for only 13 years.  Employers in cases A, E, F, G, H and L 
had in excess of 10,000 employees in their operations, while employers of cases B, 
J, K and D had fewer than 10,000 employees. Employers of case C and case I had 
the smallest staff compliments of 250 and 68 respectively.  Data regarding the 
number of people employed by case M‟s employer was unavailable and could not be 
obtained from their website or via the interview.  The employers of cases D and F,  
being organisations in the retail sector, employed the highest percentages of women 
in leadership roles. The percentage of women leaders retained by employers in 
cases A, B, C, E, G, I, J and L fell between 20 per cent and 35 per cent. The 
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employer of case K had the lowest percentage of women leaders, while neither 
cases M nor H were able to supply information in this regard. 
 
6.5 SUMMARY  
In this chapter, the biographical profiles of selected South African participants were 
discussed, together with profiles of their employers. This information was 
summarised in Table 6.5 and Table 6.6 respectively.   
 
In Gauteng province, two of the participants were involved in the retail sector and 
their employers had been in operation for over 150 years. The other two participants 
were employed in the mining and audit and advisory sectors. The greatest number of 
women leaders in these sectors was in case D, where women made up 45 per cent 
of leadership. In the other cases (A, B and C), the percentage of women leaders fell 
between 22 per cent and 35 per cent. The employer in case A had the highest 
number of employees at 10,000, followed by case D‟s employer with 9,972. Case B‟s 
employer retained 5,000 on the payroll, while case C‟s employer had the lowest 
number of employees, being 250.  
 
In the Western Cape, two of the five participants were involved in the education 
sector, while the other three were employed by local government and the retail and 
financial services sectors respectively. Employers in cases H and E had been in 
operation for more than 150 years, while the employers in cases F and I had 
operated for 80 years. Case E‟s employer had been in existence for only 13 years. 
The greatest representation of women leaders occurred in case F where 50 per cent 
of the leadership were women, followed by cases I and E with a 30 per cent 
representation in each organisation. In case G, the representation of women leaders 
fell between 20 per cent and 30 per cent. The only situation where this 
representation was unknown was in case H, since no information was provided by 
the participant or could be found elsewhere. In terms of employee numbers, each of 
the organisations in cases F, G and H employed more than 20,000 people, followed 
by case E‟s employer with 16,000. The employer in case I had only 68 employees.  
 
In the Eastern Cape, two of the four participants operated in the manufacturing 
sectors, with the other two financial services and local government sectors 
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respectively. The employers in cases J, K and L had been in operation for more than 
50 years, with case L‟s organisation having operated for 182 years. By contrast, the 
employer in case M had only been in operation for the past 13 years. The employers 
in cases J and L had the highest number of women leaders, representing 30 per cent 
of the leadership, followed by the employer in case K, where women comprised only 
15 per cent of the leadership. The only situation where neither the percentage of 
women leaders nor the number of employees was known, was in case M, as no 
information was provided by the participant and none could be obtained by the 
researcher. The employer in case L had the highest number of employees, being 
28,000. This was followed by case K‟s employer with 6,000 and finally case J‟s 
organisation employing 3,400 people.  
 
In the next chapter, the results of these participants‟ involvement in global warming 
reduction at their places of employment will be discussed. 
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CHAPTER 7 
RESULTS OF LEADERSHIP IN GLOBAL WARMING REDUCTION 
 
7.1 INTRODUCTION 
In Chapter 7, a biographical and organisational overview was presented. The 
biographical profile of the participants was outlined in terms of years of working 
experience, age, position in the organisation, qualifications prior to leadership 
position and working experience prior to their leadership position. An organogram 
was shown for each participant to indicate whom they reported to and who reported 
to them. The organisational overview included products or services sold, the 
organisation form, the number of years in operation, number of current employees, 
number of employees in leadership positions and number of women in leadership 
positions. 
 
In this chapter, the results of the 13 qualitative interviews focusing on environmental 
sustainability and change leadership issues are presented as multiple cases from the 
three provinces that were selected to participate in the study. Based on these 
results, a provincial analysis was conducted to determine similarities or differences 
with regard to the environmental sustainability and change leadership issues. In 
addition, a business sectoral analysis was conducted on the cases to further explore 
environmental sustainability and change leadership issues.  The last section of this 
chapter provides an in-depth investigation of how environmental sustainability and 
change leadership issues differ or are the same in the two employment sectors, 
namely public and private sector.  
 
From the commencement of this study, it became clear that environmental 
sustainability is mostly regarded in terms of global warming.  This has resulted in 
most environmental sustainability results reflecting global warming reduction issues 
and has set the tone for further investigation. When analysing the results of the 
change leadership issues, it also became clear that some participants refer to 
“change leaders” as “change agents” and that some of the results could be related to 
gender.  Therefore some of the leadership issues were analysed in a gender context.  
It must further be noted that when reference is made to “local” in this chapter, it 
refers to South Africa and is usually linked to a specific South African city. 
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In the following section the results of the cases from the three selected provinces are 
provided in the themes and subthemes identified when analysing the results. 
 
7.2 RESULTS OF GAUTENG-BASED CASES 
Four participants were interviewed in Gauteng.  One of the participants was 
employed in the mining industry, two participants in the retail sector and one in the 
audit and advisory sector. 
 
7.2.1 Results of environmental sustainability issues 
In this section, environmental sustainability issues in terms of global warming 
reduction in specific organisations will be discussed. 
 
7.2.1.1 Focus areas of global warming reduction initiatives 
The participating organisations engaged in various global warming initiatives, each 
focusing on various areas as highlighted in the following sections. 
 
a) Case A (mining) 
This organisation actively participates in global warming reduction initiatives.   In 
terms of environmental sustainability issues specifically relating to use of natural 
resources, reduction of GHG emissions and energy usage and efficiency, they 
assess, plan and manage environmental impacts across all hierarchical levels of the 
organisation and focus specifically on GHG reduction targets. Operating sustainably 
underpins everything that Case A does.  They work to improve energy efficiency and 
reduce pollution. This organisation assesses and manage the potential land and 
biodiversity impacts of their operations throughout their life cycle. Globally, this 
organisation worldwide is required to adhere to a formal land management hierarchy 
that begins with disturbance avoidance of the ecosystem, followed by mitigating 
negative impacts, rehabilitating land (both during operations and at closure) and 
undertaking compensatory actions, such as biodiversity offsets. 
 
Case A also focuses on water management at a local and global level. The 
sustainability of their operations relies on their ability to obtain the appropriate quality 
and quantity of water and to use this resource responsibly. Because the water risks 
and impacts which are experienced by their operations vary globally, water scarcity, 
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water excess and water quality issues need to be addressed, but this is a complex 
task. To ensure water is managed correctly, the organisation has a global and local 
water management plan at its various operations. This plan takes into consideration 
the baseline quantity and quality of water potentially affected, and quantifies the 
acceptable level of impact to water resources, taking into account regulatory 
requirements and stakeholder expectations. It also details the preventive and 
mitigating controls necessary to achieve the acceptable level of impact, with each 
operation required to implement a monitoring and review programme that verifies the 
effectiveness of these controls. 
 
b) Case B (audit and advice) 
This organisation was only beginning to address participation in global warming 
reduction initiatives in a focused coordinated manner during 2013. No details of the 
actions to be taken were provided. However, the organisation researches and guides 
clients on how to address and implement global warming reduction initiatives. They 
also present conferences on global warming reduction activities, in spite of not being 
involved in such activities themselves.  
 
c) Case C (retail) 
This organisation indicated that their global warming initiatives are embedded in 
operational and product sustainability goals. Their operational sustainability 
improvements focus on their entire supply chain in terms of supplier selection, 
manufacturing processes and the logistics of their finished products. They thus 
specifically focus on renewable energy, manufacturing waste and transportation. 
With regard to renewable energy, this organisation has implemented power saving 
plants in collaboration with universities and other organisations involved in 
renewable energy. One of their global operations uses a biomass boiler to produce 
steam to power the plant by using renewable resources (wood). They view 
manufacturing waste as a loss to the organisation. As a result, staff took the 
opportunity of finding opportunities to make a sustainable change and one of their 
employees started recycling aerosol cans, batteries and light bulbs and even used 
liquid waste as an alternative fuel. In terms of transportation, this organisation has 
improved lead times while reducing inventory and environmental impact. One of their 
operations in South America has collapsed smaller product categories into common 
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shipments and combined inventories of two or more countries. Through the removal 
of these containers, it decreased the centre‟s shipping kilometres and reduced CO2 
emissions. This organisation has also introduced renewable materials in some of 
their products. To reduce packaging, they have replaced plastic with cardboard to 
allow for recycling for their customers. Using cold water washing, this organisation 
has designed products to conserve resources. Consumer waste pilot projects have 
been initiated to reveal the amount of waste that can be reduced in both developed 
and developing countries. 
 
d) Case D (retail) 
This organisation indicated that they participate actively in global warming reduction 
initiatives and focus specifically on GHG reduction targets. They record their annual 
CO2 reduction targets and based on these targets, devices to collect CO2 emissions 
are examined. They also look at how they can save energy and then report the 
information to the Carbon Disclosure Project (CDP) and see how it can be integrated 
into the organisation.  
 
How these four organisations go about raising environmental awareness will be next 
highlighted. 
 
7.2.1.2 Raising environmental awareness 
The following sections indicate the extent to which the participating organisations 
raise environment awareness on a global and in-house scale. 
 
a) Case A (mining) 
This organisation is often invited as a guest speaker to share experiences at global 
conferences on global warming reduction strategies. The vice president of the 
health, safety, environment and community group normally represents this 
organisation at international events.  They also engage in media campaigns to make 
the public aware of global warming reduction strategies to combat climate change 
through monthly media campaigns on national television and in newspapers. This 
organisation publishes a sustainability report annually and participates in the 
international climate change forum. They create employee awareness of global 
warming and the consequences thereof by publishing stories monthly on their 
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internal communications media (global intranet and business unit newspapers) on 
climate change and global warming. The organisation also has educational media for 
employees, teaching them how be more energy-efficient. 
 
b) Case B (audit and advice) 
This organisation sends a sustainability service delivery team to attend and research 
various events to advise their clients on environmental awareness issues, even 
though they are not applying them yet in their own organisation. They engage in 
media campaigns to make the public aware of the services they offer on how to 
reduce global warming. They also utilise their internal communication to make 
employees aware of global warming and the consequences thereof and about major 
upcoming events, for example the 17th Conference of the Parties (COP17) to the 
United Nations Framework Convention on Climate Change. 
 
c) Case C (retail) 
This organisation indicated that their South African operators did not attend 
conferences, but their global counterparts did. They use media campaigns to make 
the public aware of their sustainability vision and to communicate their strategy. They 
also engage in proactive media outreach when the organisation has something 
significant to announce abound sustainability, or when sustainability is of importance 
as part of another message. Examples of this include the announcement of a major 
recent investment in a new factory with state-of-the-art equipment to ensure 
sustainability performance. Also during Earth Week 2013, the organisation made a 
global announcement about 45 manufacturing sites worldwide which had been 
certified as “zero waste” sites. Their global media strategy is to communicate a major 
sustainability innovation once it has been launched. Employees are made aware of 
global warming and the consequences thereof, by emphasising the importance of 
sustainability and environmental responsibility which can ultimately reduce global 
warming. Employee events are organised and communicated via executive 
employee communication. Emails are also sent to employees to inform and educate 
them about the importance of their responsibilities toward the environment as per 
their global communication guidelines. Employees are educated about the 
organisation sustainability vision annually or on a quarterly basis. 
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d) Case D (retail) 
The group‟s sustainability manager, together with a group of environmentalists 
attended conferences, such as COP17, and any conferences hosted by the National 
Business Institute (NBI) and CDP. At these conferences, presentations are made by 
environmental experts on actions and initiatives which this organisation can 
implement. Another avenue to raise awareness is via online reporting about their 
own carbon disclosure programme, which is available for public scrutiny. They do not 
raise awareness about progress made or target via paid advertising.  However, they 
are actively engaged at store level and increase customer awareness through 
labelling of products. This organisation makes their employees aware of global 
warming and the consequences thereof via workshops and internal online 
publications, which include carbon reporting. 
 
7.2.1.3 Environmental sustainability strategies 
The participating organisations set various environmental sustainability strategies as 
indicated in the following sections. 
 
a) Case A (mining) 
This organisation has successfully formulated detailed environmental strategies and 
targets for each business unit. The key performance indicators of the business units 
include meeting environmental targets. This organisation has put business 
processes in place to reduce the effects of global warming in such a manner that 
each business unit has to prepare and update an asset marginal abatement cost 
curve which sets out target reductions for GHG and energy efficiency targets. The 
curve is a graphical method of indicating the investment performance of different 
energy, water and waste reduction projects. This is done in a quantifiable manner. 
They have developed six principles which, as they contend, can guide any 
organisation to reduce carbon emissions as shown in Table 7.1. 
 
Table 7.1: Carbon emission reduction principles of Case A 
Principles Proposed actions 
Clear price signal   Ensure carbon price signal reaches consumers to reduce consumption 
 Ensure investment choices favour low-carbon alternatives 
Revenue-neutral   Return aggregate revenues raised to individuals and organisations 
affected by the carbon price 
 Offset the impact of increased carbon costs maximally 
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Principles Proposed actions 
Trade-friendly   During transition to a global system rebate emissions costs for trade-
exposed products  
 Prevent emissions from simply being transplanted to other countries 
with lower emissions prices 
Broad-based  Cover broadest possible range of both carbon emission activities and 
low-carbon energy options to ensure maximum emission reduction  
Predictable and gradual   Ensure future carbon costs are predictable by facilitating investments 
that reduce emissions 
 Implement a gradual price change to give economy time to adjust; 
opposed to volatile costs which create uncertainty and stifle investment 
Simple and effective   Have single or multiple mechanisms in place for easy implementation 
and effective carbon reduction 
 
From a business strategy point of view, environmental and social performance is 
viewed as critical by this organisation. Environmental targets and the proposed 
manner in which Case A plans to achieve these are indicated in Table 7.2. 
 
Table 7.2: Environmental targets 
Strategies Action plans 
Ensure that there are no significant 
environmental incidents resulting from 
controlled operations 
 Have put management plans and controls in 
place to identify, assess and mitigate 
environmental impacts 
Maintain total GHG emissions below levels 
while continuing to grow the organisation  
 Actively pursue and implement abatement 
opportunities 
Develop dedicated management plans and 
controls to prevent, minimise, rehabilitate and 
offset impacts on biodiversity and the related 
benefits derived from ecosystems 
 Create a better understanding of the environment 
operated in 
 Establish controls to manage land holdings 
 Prevent or minimise associated impacts on 
biodiversity and the related benefits derived from 
ecosystem 
Finance the conservation and continuing 
management of areas of high biodiversity 
and ecosystem value that are of national or 
international conservation  
 Measure progress of conservation projects 
implemented 
Reduce impact on water resources by paying 
attention to operations with water-related 
material risks, inclusive of volume and quality 
considerations 
 Implement water management plans, including 
target setting and projects to address water risks 
 Monitor and report progress on project 
implementation 
 
This organisation has set specific operational environmental targets at local and 
global level, together with actions to ensure that these targets are met. 
 
b) Case B (audit and advice) 
This organisation has no sustainability strategies, although they are knowledgeable 
and provide advice to their clients on these matters. 
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c) Case C (retail) 
This organisation indicated that they have successfully formulated several 
environmental sustainability strategies to be reached by year 2020 as indicated in 
Table 7.3.  
 
Table 7.3: Global 2020 sustainability strategies and target of Case C 
Sustainability strategies Targets 
Renewable energy powering plants  30% 
Manufacturing waste to landfill  < 0.5% (disposed) 
Truck transportation reduction  20% (km/unit of volume) 
Replace petroleum-based materials 
with sustainably sourced renewable 
materials 
25% 
 
Cold water washing  70% of total washing machine loads 
Packaging reduction  20% (per consumer use) 
Consumer solid waste  
 
Pilot studies in both developed and developing markets to 
understand how to eliminate landfilled/dumped consumer 
solid waste 
 
As can be seen, several sustainability strategies are in place with specific targets set 
to be achieved by 2020. 
 
d) Case D (retail) 
This organisation has environmental sustainability strategies specifically formulated 
for carbon emissions.  At their local operations, they have implemented an electricity-
metering project. Stores were fitted with metering units that could accurately 
measure and record the amount of electricity used by an individual store and as a 
result, there has been a decrease in the energy consumption. Not only energy 
consumption, but one of their local distribution centres has been constructed in an 
environmentally friendly manner. They stated that there are three focus areas at 
these distribution centres, namely saving water, saving electricity and preserving 
light and heat. These focus areas with actions plans are shown in Table 7.4. 
 
Table 7.4: Distribution centre environmental sustainability strategies 
Strategies Action 
Saving water  Rainwater harvested in truck wash bay area, cleaned and used to 
clean vehicles 
 Water efficient fittings on urinals and toilets will use significantly less 
water per flush 
 Vegetation for landscaping been selected based on low water 
requirements 
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Strategies Action 
Saving electricity  Use energy saving light bulbs 
 Use motion-sensing light fittings 
 Use motion-sensing air-conditioning systems 
 New technology for forklift battery results in a 30% reduction 
Preserving light and heat  Heat reduction coverings on glass panel windows to reduce electrical 
light and air-conditioning requirements 
 Use of available natural light by incorporating polycarbonate sheeting 
 
Table 7.4 indicates that this organisation has environmental sustainability strategies 
in place and is making positive progress toward achieving their targets. 
 
7.2.1.4 Environmental sustainability reporting 
In the following sections the extent of environmental sustainability reporting by the 
participating organisations is highlighted. 
 
a) Case A (mining) 
This organisation focuses on what they consider matters most and on doing the 
“right thing”. This organisation reports annually on progress made with regard to their 
environmental sustainability commitments, standards and performance requirements 
in their sustainability report. They clearly demonstrate in there port how they deliver 
on environmental responsibilities in a manner that is consistent with their 
organisational values.  
 
b) Case B (audit and advice) 
This organisation advises clients on the entire concept of sustainable development in 
terms of best practices, as well as audit information to ensure that their clients have 
measurements of progress in place. 
 
c) Case C (retail) 
This organisation reports annually on progress made regarding their environmental 
sustainability commitments, standards and performance requirements in their 
sustainability report. 
 
d) Case D (retail) 
This organisation publishes its GHG emissions with the CDP. 
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7.2.1.5 Level of employee involvement and incentives 
The following sections show the results of the level of employee involvement and 
incentives the participating organisations offer employees to engage in 
environmentally sustainable global warming reduction activities. 
 
a) Case A (mining)  
This organisation involves all employees in global warming reduction efforts at all 
hierarchical levels. They encourage employee to reduce global warming and 
incentivise them in an indirect manner by having GHG and energy efficiency as part 
of the business unit managers‟ key performance indicators. 
 
b) Case B (audit and advice) 
This organisation has no employees involved in global warming reduction efforts and 
no employee incentives in place to encourage global warming reduction efforts.  
 
c) Case C (retail) 
In this organisation there is no clear evidence of employee involvement in global 
warming reduction efforts. Employee incentives to encourage global warming 
reduction efforts are provided at a global rather than local level. 
 
d) Case D (retail) 
This organisation has a senior-level social ethics committee where executive and 
non-executive directors are involved in global warming reduction efforts. At lower 
management levels, store managers attend specifically to reduction of energy 
consumption and waste. Their environmental department drives employee incentives 
to encourage global warming reduction efforts. They publish progress reports three 
to four times a year and reward employees annually. 
 
Because change leadership is necessary to create significant changes in 
organisations, participants were questioned about their views of change leadership 
and how such leadership could affect environmental sustainability, in particular 
global warming reduction.  The results of these interviews are next presented. 
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7.2.2  Results of change leadership issues 
The results of the various change leadership issues are explored are presented in 
the following sections.  
 
7.2.2.1 Change leadership qualities 
The change leadership qualities which participants regarded as important for 
implementing environmental sustainable global warming reduction initiatives in the 
workplace are provided in the following sections. 
 
a) Case A (mining) 
The participant indicated that in order for leaders to be able to assist in the reduction 
of global warming in the corporate world, they first had to understand what it means 
and what can be done. They would then be able to become champions, and 
encourage others to follow. This participant specified that in order for global warming 
reduction strategies to be driven effectively, change leaders need to be passionate 
and credible. They also need to be committed and have the necessary expertise. 
 
b) Case B (audit and advice) 
The participant indicated that change leadership requires a fundamental change in 
thinking and culture at both individual and organisational level and that these leaders 
must possess certain skills to effect change. The participant believed that change 
leaders must be able to “sell” the concept to employees and demonstrate the value it 
creates for all.  Leaders need to see the bigger picture and not get put off by the 
“small” contributions that he or she or the organisation makes.   
 
c) Case C (retail) 
This participant commented that change leaders need to possess the ability to align 
and inspire people with a broader vision, while at the same time creating a personal 
sense of ownership and be able to breakdown projects into “small gains”. The leader 
needs to be a good communicator, be achievement-orientated and have the ability to 
build relationships. This participant indicated that the organisational culture, and 
values and personality of the leader would influence how successful the 
implementation of global warming reduction initiatives would be. Change leaders in 
the corporate world which wanted to drive global warming reduction strategies, were 
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dependent on the support of the organisation and the environment in which they 
operated. As with any organisational goal, a good match between the leader‟s 
personality traits, the approach used and the organisational environment would 
deliver better results. The leader needs to be self-motivated, have a good internal 
locus of control, be resilient and keep pushing the boundaries. 
 
d) Case D (retail) 
This participant stated that change leaders need to be able to motivate people and 
be knowledgeable to raise awareness of the issue of global warming. This participant 
indicated that change leaders must be resilient, flexible, have an element of 
innovation-orientation and be assertive. 
 
7.2.2.2 Change leadership levels involved 
Participants were required to indicate at which hierarchical levels in their 
organisations was there an involvement in environmental sustainability, and in global 
warming reduction activities in particular. The responses are discussed in the 
sections that follow. 
 
a) Case A (mining)  
According to this participant, their organisation‟s chief executive officer was a shining 
example of a change leader, as he leads the climate change initiatives at their head 
office.  In this organisation, change was clearly top-level driven. 
 
b) Case B (audit and advice) 
This participant indicated that change leadership should be initiated by top 
management. It must be noted that this organisation had not yet implemented such 
leadership but was providing advice to their clients about implementing change in 
their organisations. 
 
c) Case C (retail) 
According to this participant, if top management did not “buy in” on these strategic 
initiatives, then the organisation would not get ahead in the marketplace. 
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d) Case D (retail) 
This participant indicated that the success of implementation depends on which 
organisational level is required to drive it. 
  
7.2.2.3 Change leadership styles 
Participants were required to indicate which leadership styles should be applied by 
change leaders to drive environmental sustainability in terms of global warming 
reduction activities as indicated in the following sections. 
 
a) Case A (mining) 
This participant associated certain leadership styles with change agents and 
considered visionary leadership necessary to assist in the reduction of global 
warming. 
 
b) Case B (audit and advice) 
This participant suggested that being an inclusive (participative) leader is associated 
with change leadership to drive global warming reduction initiatives. 
 
c) Case C (retail) 
This participant indicated that a change agent leader needs to be charismatic and 
inclusive. 
 
d) Case D (retail) 
This participant stated that a change agent leader needed to be a visionary and 
transformational. 
 
7.2.2.4 Engendered change leadership 
Participants were required to indicate whether gender plays a role in driving change 
leadership for environmental sustainability, in particular global warming reduction 
activities.  The feedback from participants is indicated in the following sections. 
 
a) Case A (mining) 
This male participant indicated that driving of global warming reduction activities 
should not be viewed as a gendered issue. His view was based on the fact that in 
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their organisation, both female and male leaders drive their strategies and gender 
has not been a differentiating factor. Their global head of the environmental 
department was female and there had never been a consideration that her gender 
was advantageous or disadvantageous in undertaking her role. 
 
b) Case B (audit and advice) 
According to this female participant, the driver of global warming reduction activities 
is not gender-related, because it is about understanding what needs to be done and 
then doing something about it. 
 
c) Case C (retail) 
This female participant indicated that it is immaterial which gender performs the 
function, and that although their styles are different, men and women are equally 
able. Furthermore, she regarded communication skills as important to effectively 
communicate the organisational benefits in implementing global warming.  According 
to her, effective communication is not related to gender, but it was important that the 
global warming reduction initiative was put in concrete, practical terms, that there 
was alignment of objectives and strategic actions, and that vision-driven messages 
are sent out.    
 
d) Case D (retail) 
According to this male participant, both women and men are equally efficient in 
raising awareness on global warming reduction in the workplace.  They need a long-
term perspective on climate change and how this will affect the organisation in 
future. Furthermore, they need to be able to look at environmental issues and 
develop a business case and effective processes to address it. 
 
7.2.2.5 Personal beliefs and influence as change leaders 
Participants were requested to disclose their personal beliefs on driving sustainability 
and in particular, on global warming reduction activities in the workplace, and how 
change leaders could influence this.  The following sections present the participants‟ 
views. 
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a)  Case A (mining) 
This male participant has assisted in shifting the perceptions of his employer in 
South Africa on this contentious issue. 
 
b) Case B (audit and advice) 
This female indicated that due to global pressure, her organisation expected to 
implement global warming actions and they were making progress. She did not 
provide a personal opinion, however. 
 
c)   Case C (retail) 
This female believed many organisations consider global warming as an issue that 
does not affect the bottom line and is viewed as a “nice-to-have” and emotionally 
driven issue. She suggested that leaders should ensure that the effects of global 
warming are looked at holistically and communicated widely.  She herself makes a 
contribution in her organisation to implement global warming reduction activities.  
She mentioned that leaders need to be passionate about what they do or else they 
will not be successful. The manner in which such leaders drive sustainability 
strategies depends on the environment in the organisation. 
 
d) Case D (retail) 
This male participant stated that he contributes towards the reduction of global 
warming. However, his involvement is linked to the impact of global warming on the 
planet.   
 
In the next section, the results of the Western Cape participants will be presented. 
 
7.3 RESULTS OF WESTERN CAPE-BASED CASES 
Five participants were interviewed in the Western Cape, who were employed in the 
sectors of education, local government, financial services and retail. 
 
7.3.1 Results of environmental sustainability issues 
In this section, the various environmental sustainability issues in these organisations 
will be discussed. 
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7.3.1.1 Focus areas of global warming reduction initiatives 
The participating organisations engaged in various global warming initiatives, each 
focusing on various areas as outlined in the following sections. 
 
a) Case E (financial) 
This organisation participates actively in global warming reduction initiatives as they 
have a renewable energy programme in place. This project is a government-led 
initiative which involves cleaning, and in South Africa specifically results in the 
establishment of wind farms, solar panels, green economic and greening activities. 
 
b) Case F (retail) 
This organisation participates in global warming reduction initiatives and has 
implemented two programmes specifically addressing climate change. They first 
focus on operational-level strategies such as green buildings, lighting and 
refrigeration efficiency to save energy. Secondly they select their suppliers carefully 
to meet their environmental standards. In terms of transportation they prefer local 
suppliers and thereby save transport costs. Their suppliers must supply them with 
organic products that are free of preservatives or pesticides. 
 
c) Case G (local government) 
The global warming reduction initiatives in this organisation include climate 
adaptation in coastal zones, health, spatial planning, human settlements, water and 
sanitation, roads, storm water and transport. Furthermore, climate mitigation 
programmes have been put in place in terms of increasing energy efficiency and use 
of renewable energy. 
 
d) Case H (education) 
This educational organisation is participating in global warming reduction initiatives 
and signed a declaration in the early 1990‟s to work towards being a sustainable 
campus. One of the initiatives is to teach modules on climate change, mitigation and 
adaptation.  They also have research projects focusing specifically on topics relevant 
to global warming reduction initiatives. As a result of a green campus policy 
framework, certain recommendations were made regarding the manner in which they 
should deal with global warming such as: 
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 Green campus action plan which involves the responsible use and saving of 
resources; 
 Environmental sustainability reporting in terms of the International Sustainable 
Campus Network (ISCN)-Gulf Sustainable Campus Charter which provides a 
baseline for reporting key performance indicators to assist in more detailed future 
reporting; and 
 Reporting on their carbon footprint. 
 
Various departments together with the environmental management working group 
and students, have drafted a green campus policy framework with suggested 
implementation dates. The students have implemented a green campus initiative. 
 
e) Case I (education) 
This organisation is involved in the following global warming reduction activities: 
 The replacement of traditional geysers with heat pumps or solar-heated water 
systems, which results in more efficient use of water and electricity; 
 Replacing all shower heads with the water-saving types, which results in a 
decrease in the wastage of water on campus and the cost of electricity to heat 
the water;  
 On-campus student houses are fitted with prepaid electricity metres, with 
restricted units per month for utilisation. If this target is exceeded, students have 
to pay for the additional electricity used; and 
 To conserve water, each house on campus has a rainwater tank, driven by either 
a heat pump or solar water heater. 
 
As can be seen from the initiatives above, this educational institution has 
implemented various on campus initiatives to reduce global warming. 
 
7.3.1.2 Raising environmental awareness 
The participating organisations have implemented various environmental awareness 
strategies as elaborated in the section which follow. 
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a) Case E (financial) 
This organisation has outsourced raising environmental awareness to a specialised 
team which address all greening and climate change issues and attend South 
African conferences on global warming reduction strategies. Although no media 
campaigns are carried out to make the public aware of their global warming 
reduction strategies to combat climate change, employees are made aware of the 
global warming and its consequences through internal communication.   
Newsflashes provide suggestions to employees of ways to personally implement 
small daily changes, and also to make employees aware what the organisation has 
done.  
 
b) Case F (retail) 
This organisation attends conferences on global warming with each team attending 
the conference related to their field of work.  For example, a representative from the 
real estate team will attend a green building conference, but if the conference covers 
sustainability in general, a representative from the sustainability team will attend. The 
public is made aware of their global warming reduction strategies during specific 
events such as earth hour and COP 17, which are mostly linked to carbon and 
energy reduction. They use mass media such as magazines, television and digital 
channels to advertise their involvement in global warming reduction. Already for a 
number of years, employees have been made aware of global warming and the 
effects thereof through training on energy saving and consumption. At executive 
level, key performance areas are identified and communicated to other levels of the 
organisation. At a store level, employees are trained on energy usage and 
consumption and how to reduce energy.  
 
c) Case G (local governmental) 
Employees of this organisation attend global warming reduction conferences such as 
COP17, Resilient Cities, Africa Climate, Alternative Energy and Low Carbon 
Development. This applies particularly to employees who are knowledgeable and 
have expertise on environmental sustainability issues. The public is mostly made of 
aware of their global warming reduction strategies on a monthly basis through 
newspaper advertisements, websites reports, information pamphlets and posters, 
education campaigns at schools as well as via comments made on Twitter. However, 
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the frequency and duration of this organisation‟s awareness campaign varies 
according to the nature of the programme. Some of their campaigns and 
programmes include promotion of “climate-smart” towns and electricity savings.   
Employees are made aware of global warming and the consequences thereof 
through presentations, workshops, a staff magazine and newsletters on the portal.  
They have also partnered with a university in the city to establish a climate change 
think tank. Programmes include issues such as the impact of rising sea levels and 
coastal risks, how to ensure energy savings and energy efficiency, emissions 
profiling, encouraging the use of renewable sources of energy and non-motorised 
transport, and spatial planning for the development of urban areas. 
 
d) Case H (education) 
Employees attend global warming reduction conferences based on their fields of 
expertise and knowledge.  Some conferences will be of interest to researchers on 
aspects of climate change (for example, climate adaptation, carbon sequestration 
and carbon trading), while other departments may participate in conferences 
specifically concerned with improving organisational sustainability performance, for 
example. The organisation‟s global warming reduction activities are made public 
through the results of their research projects featured in media which create 
awareness of global warming and its consequences. Their green campus initiative 
also raises awareness in media targeting the student market.  The type of media 
used to showcase the results of their research is related to the issue, context and 
intended target market. Employees are made aware of global warming reduction 
activities through its green campus initiative. 
 
e) Case I (education) 
The director of operations attends global warming reduction conferences in this 
educational organisation, in particular the National Green Building Conference.  The 
technical operations department attends conferences offered by the Higher 
Education Faculty Management Association, of which the operational director of this 
organisation is a member. Both of these conferences focus on the implementation of 
greening initiatives. This organisation‟s marketing department engages in media 
campaigns to make the public aware of their global warming reduction strategies, 
especially during the green campus awareness week.  During this annual event the 
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organisation partners with one school to make scholars more aware of global 
warming and its effects. Employees are informed annually of global warming 
reduction activities through contact information sessions. There is also a pledge wall, 
which forms part of the green campus initiative where students pledge with “hand 
prints” their involvement in making others aware of the effects of global warming and 
energy conservation. The technical team, which includes maintenance, is made 
aware of how they impact the environment through for example, the paint they use, 
and are encouraged to make choices which are least harmful to the environment. 
 
7.3.1.3 Environmental sustainability strategies 
The participating organisations have formulated various environmental sustainability 
strategies as indicated in the following sections. 
 
a) Case E (financial) 
This organisation has put global environmental sustainability strategies in place to 
reduce its carbon emissions and improve its energy efficiency. Table 7.5 indicates 
the South African resource reduction activities of this organisation.  
 
Table 7.5: Resource reduction activities 
Resource reduction strategies Implementation actions 
Reduce business travel  Remote computer-based voice and video calls and 
desktop sharing 
Increase energy efficiency  Advanced air-conditioning controls 
 High efficiency lighting replacement by paying 
attention to timers, zoned sensor lighting and 
perimeter sensors for natural daylight adjustment 
Decrease paper usage and office space  Paperless e-filing for personal financial advisers 
Reduce water usage at properties  Air-conditioner catchment areas and rainwater 
harvesting 
 Using treated sewage for irrigation and upgrading 
toilet facilities with low-flow taps 
 
As can be seen in Table 7.5, this organisation has implemented several resource 
reduction activities. 
 
b) Case F (retail) 
This organisation has put several environmental sustainability strategies in place to 
reduce their carbon foot print and energy impact with specific targets set to be 
achieved by 2015. With regard to transportation, they aim to reduce the 
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environmental impact and reduce travel cost by reducing fuel consumption. They are 
promoting efficiency by reducing their carbon footprint with the assistance of 
suppliers.  As an organisation, they approach global warming in a broad context by 
looking at how energy consumed is measured, how to reduce the impact of energy 
consumption and become more efficient, and which technology to use to reduce their 
impact. 
 
c) Case G (local governmental) 
According to the participant, this organisation has put an energy and climate change 
strategy together with an action plan in place to increase energy security and 
efficiency, as well as the resilience of the city in which they operate.  The climate 
adaptation action plan is aimed at reducing climate risks and operational 
vulnerability.  
 
d) Case H (education) 
This organisation has put the following environmental sustainability strategies in 
place as depicted in Table 7.6. 
 
Table 7.6: Climate change reduction strategies 
Strategies Action plans 
Adoption of various practices to mitigate global 
warming effects 
Green campus action plan 
Reporting on global warming initiatives ISCN-Gulf sustainable campus charter 
Sets target for annual reduction Carbon footprint report 
Increase public awareness 
 
Media publications of trends and research 
findings 
 
Table 7.6 highlights this organisation‟s various climate change reduction strategies 
and implementation actions plans. 
 
e) Case I (education) 
Case I indicated that in terms of environmental sustainability, global warming 
reduction strategies have been formulated, firstly on a financially viable basis and 
then according to the outcomes of reducing energy reduction. 
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7.3.1.4 Environmental sustainability reporting 
In the following sections the extent of environmental sustainability reporting by the 
participating organisations is highlighted. 
 
a) Case E (financial) 
This organisation annually reports their carbon emission in their sustainability report. 
Furthermore, they are committed to improve their environmental performance to 
further engage with their existing investors. 
 
b) Case F (retail) 
This organisation regards their sustainability reporting as transparent and they are 
consistent with their sustainability performance. The organisation reports their 
sustainability progress on the Dow Jones and Johannesburg Stock Exchange, on the 
Socially Responsible Investment Index and to the CDP.  It was mentioned that they 
also utilise other sustainability assessments.  
 
c) Case G (local governmental) 
The organisation published their last sustainability report in 2006.  In this report they 
outlined their key environmental sustainability focus areas as energy and waste 
reduction, urban design and nature in terms of green buildings and adding more 
parks, encourage using public transportation for less emissions and water usage 
reduction, as well as contributing to environmental health, which is part of the South 
African constitution, by preserving it. 
 
d) Case H (education) 
This educational organisation reports its global warming reduction efforts via the 
ISCN-Gulf Sustainable Campus Charter which forms part of the World Economic 
Forum to which the organisation belongs. The charter focuses on sustainable 
building performance, reducing the carbon footprint, integration of facilities, research 
and education by incorporating it into educational modules on sustainability.  
 
e) Case I (education) 
This organisation has an annual sustainability report providing information on what 
the unit does and their sustainability focus.  
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7.3.1.5 Level of employee involvement and incentives 
The following sections show the results of the level of employee involvement and 
incentives which the participating organisations offer employees to engage in 
environmental sustainability in terms of global warming reduction activities. 
 
a) Case E (financial) 
All employees in this organisation are daily involved in global warming reduction 
activities. The participant was not, however, aware of any employee incentives in 
place to encourage global warming reduction activities. 
 
b) Case F (retail) 
All operational levels are involved in global warming reduction activities. Balance 
score cards are in place which align employees‟ rewards with targets met. This 
organisation has an annual internal employee award ceremony. 
 
c) Case G (local governmental) 
All levels of this organisation are involved in global warming reduction activities; 
however, the organisational level determines the extent and context of involvement.  
Middle management level is responsible for the implementation of these initiatives.  
The participant noted that not all employees are in support of these initiatives. No 
employee incentives are in place to encourage global warming reduction efforts.  
 
d) Case H (education) 
Mainly researchers, managers and employees in the properties and services 
department of this organisation are involved in global warming reduction efforts. 
There are no incentives in place to encourage global warming reduction efforts. 
However, employees who are directly involved in these strategies support them.  
 
e) Case I (education) 
The small team driving global warming reduction finds communication easy in this 
organisation. They encourage the organisation, employees and students to use 
water-saving devices, heat pumps and solar lighting. There are no employee 
incentive programmes to encourage global warming reduction efforts. 
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In the sections which follow, the results of discussions regarding various change 
leadership issues which play a role in reducing global warming in the workplace, will 
be presented. 
 
7.3.2 Change leadership issues 
The results of the various change leadership issues explored are provided in the 
following sections.  
 
7.3.2.1 Change leadership qualities 
The change leadership qualities that participants regarded as important for 
implementing environmental sustainability, and global warming reduction initiatives in 
the workplace in particular, are discussed in the following sections. 
 
a) Case E (financial) 
According to this female participant, change leaders need be knowledgeable of the 
subject matter and be able to communicate it effectively to all in the organisation. A 
change leader needs to be passionate, have the ability to inspire others and have an 
outgoing personality. This would result in driving global warming reduction strategies 
effectively. 
 
b) Case F (retail) 
The male participant believed that change leaders need to be knowledgeable as well 
as passionate about the subject matter. It was further mentioned that the qualities 
associated with change agents are enthusiasm and energy in order to be able to 
change behaviour. 
 
c) Case G (local governmental) 
This female participant regarded the qualities necessary for change leaders as being 
problem-solving orientated, flexible, able to delegate and decentralise, having 
authority and responsibility, and being supportive of employee development. She 
noted that such leaders need to instil confidence, motivate staff, have integrity, be 
positive and reflective with a high propensity for learning. They also need to be 
committed, dynamic, deliberative, inspiring and strong in their convictions.  
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d) Case H (education) 
According to this female participant, change leaders need to be knowledgeable and 
emotionally intelligent. They also need to be achievement-orientated, persuasive, 
resilient and committed to the cause. 
 
e) Case I (education) 
This male participant suggests that change leaders should be knowledgeable and 
have practical sustainability experience. Furthermore, they need to be people-
orientated, have good communicative and interpersonal skills and be emotionally 
intelligent. These change leaders must also be achievement-orientated and 
courageous. 
 
7.3.2.2 Change leadership management levels 
Participants were asked which hierarchical levels of their organisations should be 
involved in environmentally sustainable global warming reduction activities. The 
results are indicated in the following sections. 
 
a) Case E (financial) 
According to this participant, top level management should drive global warming 
reduction initiatives in the organisation.  
 
b) Case F (retail) 
This participant mentioned that top level management had the influence to drive 
global warming reduction initiatives internally and externally with stakeholders. 
 
c) Case G (local governmental) 
According to this participant, top level management should champion global warming 
reduction initiatives. 
 
d) Case H (education) 
This participant indicated that top level management should drive global warming 
reduction initiatives in the organisation.  
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e) Case I (education) 
According to this participant, a top-down approach was needed to drive global 
warming reduction initiatives in the organisation.  
 
7.3.2.3 Change leadership styles 
Participants were required to indicate which leadership styles should be applied by 
change leaders to drive environmental sustainable global warming reduction 
activities as indicated in the following sections. 
 
a) Case E (financial) 
This participant associates a transformational and charismatic leadership style with 
change agents. 
 
b) Case F (retail) 
According to this participant, the leadership styles change agents should display are 
charismatic and transformational. 
 
c) Case G (local governmental) 
This participant suggested change leaders adopt a visionary leadership style, to 
have foresight and the ability to think strategically. 
 
d) Case H (education) 
This participant associates a visionary leadership style with change agents. 
 
e) Case I (education) 
According to this participant change agents need to adopt an authentic leadership 
style as they need to be courageous and humane. 
 
7.3.2.4 Engendered change leadership 
Participants were required to indicate whether gender plays a role in driving change 
leadership, in particular for environmental sustainable global warming reduction 
activities. The results of the feedback from participants are given in the following 
sections. 
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a) Case E (financial) 
This female participant indicated that the driving of global warming reduction 
activities should not be viewed as a gendered issue. She noted that those who 
motivate such activities need to have the personal ability to recognise what needs to 
be done and to do it. 
 
b) Case F (retail) 
This male participant was of the opinion that it is not really a gendered issue, 
although it could be argued that women are better equipped than men because they 
are more empathetic. He stated that, from a male perspective, it was more about 
expenses or costs but this would depend on the organisation concerned. 
 
c) Case G (local governmental) 
This female participant regarded gender as immaterial when it came to finding the 
person best-suited for driving global warming reduction activities. 
 
d) Case H (education) 
According to this female participant, women are the best drivers of global warming 
reduction activities. 
 
e) Case I (education) 
This male participant indicated that women might be more effective because: 
 Mothers have more influence and appeal in their communities; and 
 Mothers can influence children more easily than fathers. 
 
However, he also stated that driving global warming reduction activities should not 
be a gender issue.    
 
7.3.2.5 Personal beliefs and influence as change agents 
Participants were asked to indicate their personal beliefs on driving environmental 
sustainable global warming reduction activities in the workplace and how change 
leaders could influence these activities.  The following sections present the 
participants‟ views. 
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a) Case E (financial) 
This female participant stated that her job role was to focus on renewable energy 
projects, concentrating on school projects, job creation and environmental projects to 
make a contribution to the reduction of the effects of global warming. 
 
b) Case F (retail) 
This male participant suggested achieving a balance between the business case and 
the impact on the environment and the community. He can influence the 
implementation of global warming reduction by sharing information with the public.  
Internally, he would due to his position prompt the implementation of activities. 
 
c) Case G (local governmental) 
According to this female participant, there is a worldview which advocates continued 
pressure on job roles and execution to support global warming reduction activities. 
 
d) Case H (education) 
This female participant indicated that her personal beliefs have encouraged others in 
the workplace to implement global warming reduction activities. 
 
e) Case I (education) 
According to this male participant, his job role entitles him to share information 
across all hierarchical levels of the organisation regarding the effect of global 
warming and he has the authority to enact global warming reduction initiatives in the 
workplace. 
 
In the next section, the results of the Eastern Cape participants will be presented. 
 
7.4 RESULTS OF EASTERN CAPE-BASED CASES 
Four participants were interviewed in the Eastern Cape and were employed in the 
manufacturing, local government and financial services sectors. 
 
7.4.1 Results of environmental sustainability issues 
In this section, the environmental sustainability issues addressed by these 
organisations will be discussed. 
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7.4.1.1 Focus areas of global warming reduction initiatives 
The participating organisations engaged in various global warming initiatives, each 
focusing on various areas as indicated in the following sections. 
 
a) Case J (manufacturing) 
This organisation participates actively in global warming reduction initiatives as they 
have set a target of empowering one million women in the next eight years to use 
recyclable end products for economic empowerment. 
 
b) Case K (manufacturing) 
This organisation is committed to the reduction of CO2 emissions, water and energy, 
and of volatile organic components (VOC), which together result in a decrease in 
pollution. They are also committed to reducing waste by recycling waste which is 
separated into plastics, wood, paper, metal and hazardous waste. The organisation 
indicated that hazardous waste is not recycled. 
 
c)  Case L (financial services) 
This organisation participates actively in global warming reduction initiatives 
specifically aimed at carbon emission reduction, which affects their carbon footprint. 
Other initiatives to cut back on electricity include consolidating employees from 
several buildings into environmentally friendly facilities, installing energy-efficient air-
conditioning, lighting and motion sensors. 
d) Case M (local government) 
This organisation has a greening campaign which is a platform to educate 
employees and the public about what can be done through sustainability projects to 
reduce the effect of global warming. Furthermore, they have a global warming 
energy efficiency project which aims to reduce energy consumption by 15% 
megawatts, by replacing traffic lights with compact fluorescent lamps. 
 
7.4.1.2 Raising environmental awareness 
The following sections indicate the extent to which the participating organisations 
raise awareness on global and in-house scales. 
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a) Case J (manufacturing) 
The public affairs and communication team together with representatives from sales, 
marketing and finance divisions of this organisation attend global warming reduction 
conferences. These conferences are initiated and organised by their head office 
overseas. They do not have public media campaigns and prefer to make only their 
beneficiaries and potential beneficiaries aware of global warming. They use internal 
communication to make employees aware of global warming issues and 
consequences, and have an employee wellness programme, which is aligned with 
the Department of Labour‟s monthly programme. On Arbour Day each year, each 
employee of this organisation is given a tree to plant and some of these trees are 
planted in communities. Once the tree has grown, the leaves are used medicinally by 
the communities in which they are planted. 
 
b) Case K (manufacturing) 
The environmental department together with employees from other departments 
attend global warming reduction conferences, since these employees are expected 
to make the organisation more environmentally friendly. The public is made aware of 
their global warming reduction strategies through various media such as television 
advertisements and technical magazines. Employees in the organisation are made 
aware of global warming through online learning for carbon foot-printing and 
classroom-based training on identifying environmental threats, chemical sustainable 
management and waste separation. Employees are made aware of the 
consequences of global warming through waste management and water- and 
energy-saving programmes. There are also written reports of talks available on their 
internal intranet and information is posted on various notice boards in the 
organisation. 
 
c)  Case L (financial services) 
No employees attend conferences on global warming reduction strategies. As this 
organisation does not advertise its global warming reduction activities, management 
does not engage in media campaigns to make the public aware on their global 
warming reduction activities. This organisation makes employees aware of global 
warming and the consequences thereof, by publishing hints on how to save 
electricity and use water wisely on their intranet. Employees have also been 
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instructed how to use an Internet tool to calculate their personal carbon footprints 
while their intranet offers ideas on how they can personally assist in reducing the 
effects of global warming.  
 
d) Case M (local government) 
The Director of Environmental Management and a delegation of employees attend 
various global warming reduction conferences, including waste management 
conferences and the recent COP17 which took place in Durban in 2013.  This 
organisation engages in media campaigns to make the public aware of their global 
warming reduction strategies (and particularly about their “Go Green” campaign) by 
means of information pamphlets, radio advertising and website reports. Only 
employees at director level are made aware of global warming and the 
consequences thereof. 
 
7.4.1.3 Environmental sustainability strategies 
Various environmental sustainability strategies have been set by the participating 
organisations as indicated in the following sections. 
 
a) Case J (manufacturing) 
Management in this organisation has formulated environmental sustainability 
strategies on global warming reduction activities, specifically around the areas of 
awareness education and environmental preservation.  In the strategic planning 
phase, decisions are made on which value chain initiatives to pursue in order to 
decrease the effects of global warming. Furthermore, managers plan which systems 
and processes to implement, which employees to involve, and which employee skills 
are needed for the execution of these initiatives. They also take cognisance of the 
risks associated with the implementation process. From an organisational 
perspective, strategies formulated need to fit the sustainability framework. 
 
b) Case K (manufacturing) 
As this organisation forms part of a global group, the global strategy is to have more 
organisations in the group becoming environmentally friendly not only through their 
products, but also through the encouragement of more eco-conscious behaviour, 
which in turn will contribute towards a sustainable future.  At their South African 
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operations, strategies have been put in place specifically on waste separation and 
from an emission perspective, by replacing high VOC with products that have a 
lower content.  
 
c)  Case L (financial services) 
This organisation has formulated environmental sustainability strategies and has a 
specific department which addresses all environmental projects, including water 
saving, paper reduction, electricity saving and carbon footprint reduction projects. In 
terms of community involvement, there is a specific strategy where communities are 
encouraged to be more sustainable. This is done by installing water tanks and the 
planting of vegetable gardens. 
 
d) Case M (local government) 
Management has formulated environmental sustainable strategies through an 
integrated rural development programme which addresses the effect of global 
warming, highlights its challenges and sets out a plan for the city. The progamme 
involves three courses of action: 
 Implementing an integrated environmental policy which sets out the vision for all 
the areas of the organisation on how to manage environmental issues; 
 Implementing an integrated energy plan which addresses energy trends and 
energy mix of the organisation, promotes the use of sustainable electricity 
generation and how to reduce inefficient energy usage; and  
 Developing a green procurement implementation strategy which guides the 
organisation on how to address sustainability in the procurement process 
 
As can be seen, this organisation has environmental sustainability strategies in place 
to assist in the reduction of global warming. 
 
7.4.1.4 Environmental sustainability reporting 
In the following sections, the extent of environmental sustainability reporting by the 
participating organisations is highlighted. 
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a) Case J (manufacturing) 
This organisation reports in their sustainability report on their environmental 
activities, in particular on the reduction of global warming. In this report they outline 
their global operation‟s key environmental sustainability focus areas as water 
conservation, recycling and packaging and energy management and conservation. 
 
b) Case K (manufacturing) 
Sustainability reporting is only done at a global level rather than for South African 
operations specifically. In this organisation‟s global report, they comment on their 
environmental activities, which focus on energy efficiency, waste reduction and water 
usage. 
c)  Case L (financial services) 
This organisation produces an integrated report on their environmental sustainability 
with the main focus areas being carbon emission and how it affects their carbon 
footprint, electricity usage, water usage, business travel, paper usage and 
commuting. In terms of carbon emissions, they report on their reduction targets and 
recognise target-setting as an effective and efficient way to measure and manage 
their carbon emissions. 
 
d) Case M (local government) 
There is no sustainability report available for this organisation on the website, but 
according to the participant, they have an environmental policy which indicates their 
vision for main focus areas on public awareness of the environment, reduced water 
usage, energy generation, recycling and waste minimisation. 
 
7.4.1.5 Level of employee involvement and incentives 
The sections to follow present the results of the level of employee involvement and 
incentives which the participating organisations offer employees to engage in 
environmental sustainability in terms of global warming reduction activities. 
 
a) Case J (manufacturing) 
Employees at all organisational levels are involved in global warming reduction 
efforts.  Although there are no employee incentive programmes in place to 
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encourage global warming reduction efforts in this organisation, employees are given 
the opportunity to be involved in their employee wellness programme which is 
regarded as having a more intrinsic value than a monetary campaign. 
 
b) Case K (manufacturing) 
This participant did not indicate the level of employee involvement in global warming 
reduction activities.  However, employee incentives are provided to encourage global 
warming reduction efforts through competitions where employees are encouraged to 
submit ideas to sustain the environment. 
 
c)  Case L (financial services) 
All employees in this organisation are involved in global warming reduction efforts.  
However some employees play a greater role than others. There are no employee 
incentives to encourage global warming reduction efforts in this organisation. 
 
d) Case M (local government) 
Only at director level are employees involved in global warming reduction efforts in 
this organisation. There are no employee incentives in place to encourage global 
warming reduction efforts. 
 
In the sections which follow, the results of various change leadership issues which 
are important in reducing global warming in the workplace, will be discussed. 
 
7.4.2 Change leadership issues 
The results of the various change leadership issues explored are presented in the 
following sections.  
 
7.4.2.1 Change leadership qualities 
The change leadership qualities which the participants regarded as important to 
implement global warming reduction initiatives in the workplace are provided in the 
following sections. 
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a) Case J (manufacturing) 
According to this female participant, change leaders need to have good 
communication skills, be assertive, have a sense of entrepreneurial orientation to 
create “buy-in” from employees, be knowledgeable and able to handle conflict. 
Change leaders need to be persuasive and to have a degree of credibility before 
employees will pay enough attention to drive global warming reduction strategies 
effectively. 
 
b) Case K (manufacturing) 
This female participant indicated that change leaders need to be knowledgeable 
about the subject matter, be assertive and have the ability to think analytically to be 
able to solve problems. Furthermore, she suggested that change leaders need to be 
resilient, persevere in challenging times, be energetic, passionate and know that 
they can make a positive contribution. 
 
c)  Case L (financial services) 
According to this male participant, change leaders need to be humble, 
compassionate, accountable and responsible.  
 
d) Case M (local government) 
This female participant suggested that change leaders need to be approachable, 
friendly, open to new ways of achieving their goals, be knowledgeable and 
passionate, with good communication skills and the ability to network. She saw 
change leaders as having a moral obligation to ensure that employees understand 
the consequences of global warming. 
 
7.4.2.2 Change leadership levels 
Participants were required to indicate at which hierarchical levels of the organisation 
should there be an involvement in environmental sustainable global warming 
reduction activities. Their responses are summarised in the following sections. 
 
a) Case J (manufacturing) 
This participant indicated that top level leadership should drive global warming 
reduction activities in the organisation.  
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b) Case K (manufacturing) 
According to this participant, top level management should drive the global warming 
process in the organisation.  
 
c)  Case L (financial services) 
This participant suggested that top level leadership needs to drive global warming 
reduction activities in the organisation. 
 
d) Case M (local government) 
This participant suggested that top level leadership needs to drive global warming 
reduction activities in the organisation. 
 
7.4.2.3 Change leadership styles 
Participants were required to indicate which leadership styles should be applied by 
change leaders to drive global warming reduction activities, as indicated in the 
following sections. 
 
a) Case J (manufacturing) 
This participant associated a visionary and authentic leadership style with change 
agents. 
 
b) Case K (manufacturing) 
According to this participant, a servant leadership style needs to be adopted by 
change leaders to affect global warming reduction initiatives. 
 
c)  Case L (financial services) 
This participant suggested change leaders should adopt a servant leadership style. 
 
d) Case M (local government) 
According to this participant, autocratic and transformational leadership styles should 
be adopted by change leaders in order to drive global warming reduction activities in 
the organisation. 
 
 
 
 
221 
 
7.4.2.4 Engendered change leadership 
Participants were asked to indicate whether gender plays a role in driving change 
leadership, in particular environment sustainable global warming reduction activities.  
The results of the feedback from participants are presented in the following sections. 
 
a) Case J (manufacturing) 
This female participant stated that the driving of global warming reduction activities 
should not be viewed as a gender issue. She made reference to Al Gore, a male 
leader who initiated studies on climate change and motivated both male and female 
leaders to follow suit. She suggested that there is a perception that women are better 
suited to this as they possess a nurturing nature, as opposed to men who are better 
attuned to hard facts. However, she indicated that in an organisation, it is not an 
issue of gender but of the individual driving global warming reduction activities being 
knowledgeable about the topic. 
 
b) Case K (manufacturing) 
According to this female participant, women are best suited to driving global warming 
reduction activities as it was more natural for women to want to care based on their 
maternal instincts. She suggested that it is possible for men to drive global warming 
reduction activities as they are knowledgeable, but women are closer to nature. She 
pointed out that one refers to “mother nature”, not “father nature”. 
The participant made reference to South Africa where many environmental 
managers and specialists are women, specifically in the health profession.  
 
c)  Case L (financial services) 
This male participant indicated that women were best suited to this role as they are 
more compassionate and are more in touch with their emotions than are men. 
Furthermore, he suggested that women are also more in touch with the emotions of 
others with whom they come into contact. Their emotions are more heartfelt and not 
just based on facts, according to this participant. 
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d) Case M (local government) 
There was no opinion offered by this female participant; however, she indicated that 
women leaders in society are seen to be more influential in smaller communities 
where they play a “big role”. 
 
7.4.2.5 Personal beliefs and influence as change agents 
Participants were requested to give their personal opinions on environmentally 
sustainable global warming reduction activities in the workplace and how change 
leaders could influence these.  The following sections present the participants‟ views. 
 
a) Case J (manufacturing) 
According to this female participant, personal values which were instilled during 
childhood had contributed to her passion for the subject, resulting in her desire to 
make people aware of the effects of global warming. As a result of this passion, she 
educates others about issues such as why waste is placed in a designated area. 
 
b) Case K (manufacturing) 
This female participant indicated that based on her personal beliefs and value 
system, which are stewardship, Ubuntu and the betterment of others – she would be 
able to do a job that improves the lives of others. She felt that it was essential for 
leaders to have a religious or spiritual background or connection to be able to be a 
steward and servant of the earth to preserve life and ecosystems. Furthermore, she 
suggested that leaders need to possess the necessary skills and have a balanced 
business approach in terms of a “triple bottom line”, which refers to the economic, 
social and ecological levels. She also indicated that leaders need to be 
knowledgeable in order to influence employees in the organisation. 
 
c) Case L (financial services) 
According to this male participant, his personal belief, which is Ubuntu and the 
betterment of others, has influenced others in the organisation. Furthermore, he 
indicates that this belief system has made a contribution in implementing global 
warming reduction activities in communities, because his job focuses on 
sustainability of the health and wellbeing of others. 
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d) Case M (local government) 
This female participant indicated that she acts as a role model in her organisation by 
trying to encourage the recycling of paper in her office and has educated colleagues 
on the effects of global warming and how they can contribute towards its reduction. 
 
In the next section, a provincial analysis is conducted to determine similarities or 
differences with regard to the environmental sustainability and change leadership 
issues in the various cases.  
 
7.5 PROVINCIAL COMPARISON OF CASES 
A further in-depth analysis was made of the results in terms of a provincial 
comparison to identify some environmental sustainability and leadership issues that 
may be specific to particular South African provinces. 
 
7.5.1 Environmental sustainability issues 
The themes and subthemes emerging from the 13 participating organisations 
regarding environment sustainability issues are elaborated on, per province, in 
following sections. It must be noted (with only one exception in Gauteng and two in 
the Eastern Cape) that all organisations publish their sustainability reports online.  
The Gauteng participant (Case B) had not yet implemented global warming reduction 
initiatives and could not therefore provide a report. A further analysis of subthemes 
revealed that participants set environmental sustainability strategies only in terms of 
global warming. So in this section it will only be addressed as environmental 
sustainability strategies. 
 
7.5.1.1 Summary of environmental sustainability strategies  
Table 7.7 depicts a summary of the subthemes identified with regard to 
environmental sustainability strategies in terms of provincial cases. 
 
Table 7.7: Summary of the environmental sustainability strategies 
Environmental sustainability 
strategies subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
GHG emissions X   X  X X X  X X X  
Energy saving X  X X X X X X X X X X X 
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Environmental sustainability 
strategies subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
Renewable energy   X  X         
Packaging and recycling   X  X       X  
Transportation   X  X X       X 
Water saving X  X X X  X X X X X X  
Green building      X X       
Community involvement            X  
Managing land and biodiversity X             
Education modules        X      
 
Table 7.7 indicates that environmental sustainability strategies focusing on carbon 
emission reductions were evident in all provinces with the least number in Gauteng. 
All participants except one Gauteng case indicated that they have energy-saving 
strategies in place, while only two cases (one in Gauteng and one in the Western 
Cape) have renewable energy strategies in place. All provinces are focused on 
water-saving initiatives but only two Western Cape cases use green building 
strategies.  Only one Eastern Cape organisation has community involvement as an 
environmental sustainability strategy; one Gauteng organisation has biodiversity and 
land strategies in place, and one Western Cape organisation offers educational 
modules as an environmental sustainability strategy. 
 
7.5.1.2 Summary of the raising environmental awareness globally 
Table 7.8 depicts a summary of the subthemes identified within the participating 
organisations regarding the theme of raising environmental awareness. 
 
Table 7.8: Summary of the raising environmental awareness 
Raising environmental 
awareness subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
External              
Global conference 
attendance 
X             
Local conference 
attendance 
 X   X X X X X X X  X 
Printed and digital media  X     X X X X  X  X 
Green campaigns X      X X X    X 
Internal              
Intranet X X X X X X X   X X X  
Printed and digital media X  X X X X X X X X X X  
Online and face-to-face 
training 
X     X  X X  X   
Employee wellness 
programme 
         X    
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Only one Gauteng case attends global conferences on global warming. Local 
conferences are attended in most cases but the least number from Gauteng attend 
these. The same pattern was observed regarding the use of printed and digital 
media to raise external environmental awareness. In all provinces, with exception of 
two cases in the Western Cape and one in the Eastern Cape, environmental 
awareness is raised internally through the organisations‟ intranets. Internal media, 
both digital and printed, is extensively used in all provinces to make employees 
aware of environmental preservation. Online education training and face-to-face 
workshops are more prominent in the Western Cape. Only one Eastern Cape case 
indicated they make use of an employee wellness programme to make employees 
aware of environmental issues. 
 
7.5.1.3 Summary of the level of employee involvement 
Table 7.9 depicts a summary of the subthemes identified relating to levels of 
employee involvement. 
 
Table 7.9: Summary of level of employee involvement 
Level of employee involvement 
subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
All hierarchical levels X   X X X X   X  X  
Top level leadership             X 
Sustainability/environmental 
team 
      X X X X    
 
A variation in responses from provinces was observed to the question whether all 
hierarchical levels are involved in environmental sustainable global warming 
reduction. Only one Eastern Cape organisation has top level leaders driving their 
global warming reduction efforts, while in the Western Cape an environmental or 
sustainability team drives environmental sustainable global warming reduction 
efforts. 
 
7.5.1.4 Summary of the employee incentives 
Table 7.10 depicts a summary of the subthemes identified regarding the employee 
incentives theme. 
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Table 7.10: Summary of the employee incentives 
Employee incentives 
subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
Local level    X       X   
Global level   X           
Included in key performance 
areas 
X   X  X        
 
It was observed in Table 7.10 that the majority of Gauteng organisations (particularly 
Case D) have employee incentives in place to encourage global warming reduction 
efforts. Only one organisation from each of the other provinces includes employee 
incentives to drive environmental sustainability issues.  
 
7.5.2 Change leadership issues 
The themes and subthemes in respect of the 13 participating organisations regarding 
change leadership issues are elaborated on in the following sections per province. It 
must be noted that all participants indicated that top level leaders should be used as 
change agents to drive environmental sustainable global warming reduction 
strategies. This has been corroborated by Muchiri et al. (2011:462) who state that 
the influence of top leaders on organisational outcomes is now firmly acknowledged 
in the organisational literature, with evidence suggesting that effective leadership 
enhances individual, team and organisational outcomes across many contexts. 
 
7.5.2.1 Summary of the change leadership qualities  
In Chapter 5, the literature review revealed that change leadership qualities can be 
categorised as personal convictions, relationship qualities and entrepreneurial 
qualities. These categories were utilised as subthemes for further analysis of the 
change leadership qualities as shown in Table 7.11. 
 
Table 7.11: Summary of change leadership qualities 
Change leadership qualities 
subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
Personal convictions              
Committed X      X X      
Knowledgeable X   X X X X X X X X  X 
Courageous         X     
Passionate X    X X     X  X 
Energetic     X X X    X X X 
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Change leadership qualities 
subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
Achievement-orientated   X      X     
Focused   X           
Problem-solving       X    X   
Flexible    X   X      X 
Relationship qualities              
Persuasive  X      X  X    
Assertive    X      X X   
Networking             X 
Good communicator  X X X X    X X   X 
Emotionally intelligent        X X     
Empathetic            X  
Credible X         X    
Entrepreneurial qualities              
Visionary  X X           
Resilient   X X    X   X   
Perseverance    X        X   
Entrepreneurial          X    
Innovative    X          
 
A discussion of the results in Table 7.11 follows. 
 
a) Personal convictions 
In terms of personal convictions, Western Cape cases were able to identify the 
greatest number of change leadership qualities necessary to ensure that 
environmental sustainable global warming reduction strategies are executed. The 
top leadership quality identified across the provinces was being knowledgeable. 
Western and Eastern Cape cases considered being energetic as a significant 
change leadership quality.  
 
b) Relationship qualities 
Being a good communicator was indicated as important by all provinces, but much 
more so by Gauteng cases. Gauteng and Eastern Cape cases could indicate more 
relationship qualities necessary for change leaders to ensure that environmental 
sustainable global warming reduction strategies are implemented. Western Cape 
cases provide little input regarding relationship change leadership qualities. 
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c) Entrepreneurial qualities 
It appears that Gauteng cases could relate the implementation of environmental 
sustainable global warming reduction strategies to change leaders possessing 
entrepreneurial qualities.  Having a visionary entrepreneurial style was only indicated 
by Gauteng cases. 
 
7.5.2.2 Summary of change leadership styles  
Table 7.12 depicts a summary of the subthemes identified with regards to the 
change leadership styles. 
 
Table 7.12: Summary of change leadership styles 
Change leadership styles 
subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
Visionary X   X   X X  X    
Charismatic    X  X X        
Servant            X X  
Authentic          X X    
Transformational     X X X       X 
Inclusive  X X           
Autocratic              X 
 
Only one case in the Eastern Cape, two cases in Gauteng and two cases in the 
Western Cape consider visionary leadership necessary to ensure that environmental 
sustainable global warming reduction strategies are executed. In the Eastern Cape 
two cases indicated a servant leadership style is necessary to effect environmental 
sustainable global warming reduction actions. Only Gauteng province cases 
indicated the need for an inclusive leadership style. An interesting finding was that 
one Eastern Cape case indicated an autocratic leadership style was necessary for 
driving environmental sustainable global warming reduction strategies.   
 
7.5.2.3 Summary of engendered change leadership 
Table 7.13 depicts a summary of the subthemes relating to the gender of change 
leaders. 
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Table 7.13: Summary of the engendered leadership opinion 
Engendered change leadership 
subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
Female      X  X X  X X X 
Not gender-related X X X X X X X   X    
 
Table 7.13 indicates that all Gauteng and most Western Cape cases did not consider 
gender significant in influencing the outcome of driving environmental sustainable 
global warming reduction initiatives. However, the majority of Eastern Cape cases 
regarded females as being more suitable for the role of change leadership. It must 
be noted that two of the three participant responses were obtained from females, 
which could have created a bias in their responses.  
 
7.5.2.4 Summary of personal beliefs as change leaders 
Table 7.14 depicts a summary of the subthemes identified with regard to the 
personal beliefs of change leaders. 
 
Table 7.14: Summary of personal beliefs of change leaders 
Personal beliefs and influence 
as change leaders subthemes 
Cases within provinces 
Gauteng Western Cape Eastern Cape 
A B C D E F G H I J K L M 
Personal beliefs subthemes 
Personal values X X X X X X X X X X X X X 
Family values          X    
Ubuntu           X X  
Personal influence subthemes  
Global pressure  X     X       
Job role X    X X X X X X X X X 
Triple bottom line           X   
Small contributions significant     X          
 
A discussion of Table 7.14 follows. 
 
a) Personal beliefs 
Personal values were indicated by all participants in all provinces as driving them to 
make a contribution to environmental sustainability, in particular to reduce global 
warming by driving initiatives in the workplace. Eastern Cape cases also indicated 
family values and Ubuntu were personal beliefs which prompted them to be involved 
in environmental sustainability, in particular with global warming reduction initiatives.  
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b) Personal influence 
All Western and Eastern Cape participants indicated that their job role allowed them 
to personally influence others to make a contribution towards environmental 
sustainability, in particular global warming reduction in their organisations. It was 
interesting to note that only one Eastern Cape case mentioned that the triple bottom 
line was driving environmentally sustainable global warming reduction at the 
organisation. Only one Gauteng participant regarded every small contribution 
towards being environmentally sustainable in the workplace as significant, while 
global pressure was indicated by only one Gauteng and one Western Cape case as 
playing a role in their commitment towards environmental sustainability. 
 
In the next section, an in-depth analysis of the business sectors in which the 
participating organisations operate, provides further findings. 
 
7.6 COMPARISON OF BUSINESS SECTOR CASES 
To identify some environmental sustainability and leadership issues that may be 
specific to particular business sectors, a further analysis was conducted. 
 
7.6.1 Environmental sustainability issues 
The themes and subthemes from the 13 participating organisations regarding 
environment sustainability issues are elaborated on according to business sector in 
following sections. Regarding sustainability reporting, with the exception of 
participants from the audit and advisory, manufacturing and local government 
sectors, all cases publish their sustainability report online. Case B (audit and 
advisory sector) had not yet implemented global warming reduction initiatives and 
could not therefore provide a report. As previously noted, an analysis of subthemes 
revealed that participants set environmental sustainability strategies in terms of 
global warming, so in this section it will only be addressed as environmental 
sustainability strategies. 
 
7.6.1.1 Summary of the environmental sustainability strategies 
Table 7.15 depicts a summary of the subthemes identified with regard to 
environmental sustainability strategies. 
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Table 7.15: Summary of the environmental sustainability strategies 
Environmental 
sustainability strategies 
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Subthemes E L C D F B A G M H I J K 
GHG emissions  X  X X  X X  X  X X 
Energy saving  X X X X X  X X X X X X X 
Renewable energy X  X           
Packaging and recycling X X X           
Transportation X  X  X    X     
Water saving X X X X   X X  X X X X 
Green building     X   X      
Community  involvement   X            
Managing land and 
biodiversity 
      X       
Educational modules          X    
 
It is evident from the preceding table that energy saving is a favoured environmental 
sustainability strategy across all sectors. Although Case B had not yet embarked on 
the implementation of environmental sustainability strategies, they were providing 
advice to other organisations in this regard. The financial sector cases were in favour 
of recycling and reducing packaging.  Saving water is a sustainability strategy in the 
finance, retail, mining and manufacturing sectors. Only one financial sector case 
indicated community involvement as an environmental sustainability strategy and 
one education sector case offered educational modules. 
 
7.6.1.2 Summary of raising environmental awareness globally 
Table 7.16 depicts a summary of the subthemes identified in the participating 
organisations concerning the raising environmental awareness theme. 
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Table 7.16: Summary of raising environmental awareness 
Raising environmental 
awareness subthemes 
Cases within sectors 
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E L C D F B A M G H I J K 
External              
Global conference 
attendance 
      X       
Local conference attendance X    X X  X X X X X X 
Printed and digital media     X  X X X X X  X 
Green campaigns       X X X X X   
Internal              
Intranet X X X X X X X  X   X X 
Printed and digital media X X X X X  X  X X X X X 
Online and face-to-face 
training 
    X  X   X X  X 
Employee wellness 
programme 
           X  
 
It is evident from the information displayed in the table above that local government, 
manufacturing and education sector cases attend local conferences to become more 
aware of new issues relating to global warming. It was interesting to note that only 
the mining sector case in this sample attends global conferences on global warming. 
The financial and retail sector cases do not appear to focus on raising environmental 
awareness in the public arena but do so only within their own organisations.  The 
local government and education cases favour green campaigns.  Internal printed and 
digital media and/or intranet are used in all business sectors to raise global warming 
awareness for employees. The education sector cases use online and face-to-face 
training to raise environmental awareness. An interesting finding was that only one 
manufacturing sector case offers employees a wellness programme to raise 
environmental awareness.  
 
7.6.1.3 Summary of the level of employment involvement 
Table 7.17 depicts a summary of the subthemes identified with regard to the level of 
employee involvement. 
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Table 7.17: Summary of the level of employment involvement 
Level of employee involvement 
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Subthemes E L C D F B A G M H I J K 
All hierarchical levels X X  X X  X X    X  
Top level leadership          X     
Sustainability/environmental team        X  X X X  
 
Only one local government case indicated that top leadership drives environmental 
sustainable global warming reduction. Both financial sector cases regarded all 
hierarchical levels as responsible for driving environmentally sustainable global 
warming reduction while in the education sector, a special sustainability or 
environmental team is responsible for this.  
 
7.6.1.4 Summary of the employee incentives 
Table 7.18 provides a summary of the subthemes identified regarding employee 
incentives to encourage global warming reduction initiatives. 
 
Table 7.18: Summary of the employee incentives 
Employee Incentives 
subthemes 
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E L C D F B A G M H I J K 
Local level    X         X 
Global level   X           
Included in key performance 
areas 
   X X  X       
 
The analysis reveals that the retail sector links employee incentives with 
environmentally sustainable global warming reduction initiatives while the single 
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mining case has included employee incentives in their key performance areas. Only 
one manufacturing sector case has employee incentives in place at local level to 
encourage environmentally sustainable global warming reduction initiatives. 
 
7.6.2 Change leadership issues 
The themes and subthemes regarding change leadership issues for the participating 
organisations are discussed in the following sections. It was noteworthy that all 
participants indicated that top level leadership should be used as change leaders to 
drive global warming reduction strategies. 
 
7.6.2.1 Summary of the change leadership qualities 
Table 7.19 provides a summary of the subthemes identified under the theme of 
change leadership qualities. 
 
Table 7.19: Summary of change leadership qualities 
Change leadership 
qualities subthemes 
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E L C D F B A G M H I J K 
Personal convictions              
Committed       X X  X    
Knowledgeable X   X X  X X X X X X X 
Courageous           X   
Passionate X    X  X  X    X 
Energetic X X   X   X X    X 
Achievement-orientated   X        X   
Focused   X           
Problem-solving        X     X 
Flexible    X    X     X 
Relationship qualities              
Persuasive      X    X  X  
Assertive    X        X X 
Networking         X     
Good communicator X  X X  X   X  X X  
Emotionally intelligent          X X   
Empathetic  X            
Credible       X     X  
Entrepreneurial qualities              
Visionary   X   X        
Resilient   X X      X   X 
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Change leadership 
qualities subthemes 
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E L C D F B A G M H I J K 
Perseverance   X          X 
Entrepreneurial            X  
Innovative    X          
 
a) Personal convictions 
It is suggested from the information above that local government, education and 
manufacturing sector cases view being knowledgeable as an important change 
leadership quality to posses to drive environmental sustainable global warming 
reduction. The finance and local government sector cases regard being energetic as 
a necessary trait for a change leader.  Local government sector cases were the most 
forthcoming about personal convictions essential for change leaders to drive global 
warming reduction in the workplace. 
 
b) Relationship qualities 
The quality of being a good communicator, although mentioned by most cases, 
received mixed views. Only some cases from all sectors indicated it was an essential 
relationship quality as a change leader to drive global warming reduction as an 
environmental sustainability strategy. Being emotional intelligent was only valued by 
education sector organisations. 
 
c) Entrepreneurial qualities 
Various entrepreneurial qualities (being visionary, resilient, innovative and having 
perseverance) were only indicated by one of the retail sector cases.  
 
 
 
 
 
 
 
236 
 
7.6.2.2 Summary of change leadership styles 
Table 7.20 provides a summary of the subthemes identified within the change 
leadership styles theme. 
 
Table 7.20: Summary of change leadership styles 
Change leadership style 
subthemes 
Cases within sectors 
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E L C D F B A G M H I J K 
Visionary     X   X X  X  X  
Charismatic X  X  X         
Servant   X           X 
Authentic            X X  
Transformational X   X X    X     
Inclusive   X   X        
Autocratic          X     
 
Diverse opinions were obtained concerning which change leadership style as the 
most successful for initiating change for environmentally sustainable global warming 
reduction. The retail sector cases seemed to favour transformational or charismatic 
leadership as suitable to initiate changes in organisations, while one case from 
manufacturing preferred a servant leadership style. It was interesting to note that an 
autocratic style was considered by one local government sector case to be 
appropriate for a change leader.  
 
7.6.2.3 Summary of engendered change leadership 
Table 7.21 provides a summary of the gender subthemes identified in this change 
leadership theme. 
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Table 7.21: Summary engendered change leadership 
Engendered change 
leadership subthemes 
Cases within sectors 
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E L C D F B A G M H I J K 
Female   X   X    X X X  X 
Not gender-related X  X X X X X X    X  
Most cases do not believe that gender plays a role in driving changes such as 
environmentally sustainable global warming reduction in the workplace. However, 
the education sector cases clearly think that female leaders would be better in this 
role. One of the retail sector participants mentioned that gender should not be 
considered but that females, due to their nature, may be more suited to a change 
leader role.  
 
7.6.2.4 Summary of personal beliefs as change leaders 
Table 7.22 provides a summary of the subthemes identified with this change 
leadership theme. 
 
Table 7.22: Summary of personal beliefs as change leaders 
Personal beliefs as change 
leaders subthemes 
Cases within sectors 
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E L C D F B A G M H I J K 
Personal belief               
Personal values X X X X X X X X X X X X X 
Family values            X  
Ubuntu  X           X 
Personal influence               
Global pressure      X  X      
Job role X X   X  X X X X X X X 
Triple bottom line             X 
Small contributions 
significant 
   X          
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The information presented in the above table suggests that all cases in all sectors 
see their personal beliefs as making a contribution to their organisations in order to 
implement global warming reduction initiatives. One manufacturing and financial 
sector case believes that change leaders should have a sense of Ubuntu to drive 
environmentally sustainable global warming reduction in the workplace. 
 
All cases, with the exception of the retail sector, view their job roles as allowing them 
to personally influence in making a contribution in implementing global warming 
reduction activities to ensure environmental sustainability.  Only one manufacturing 
sector case referred to the triple bottom line. 
 
In the next section, an analysis of the results is done by comparing participants 
according to the business and employment sectors in which they operate. 
 
7.7 EMPLOYMENT SECTOR COMPARISON 
The employment sector is classified in terms of public and private sectors.  In the 
following sections, an in-depth analysis of the results in terms of the employment 
sector is provided for the identified environmental sustainability and leadership 
issues. 
 
7.7.1 Environmental sustainability issues 
The themes and subthemes in respect of the 13 participating organisations regarding 
environment sustainability issues are elaborated on in following sections based on 
the employment sector comparison. As noted, most organisations publish their 
sustainability reports online. The participant from the audit and advisory sector (Case 
B) had not yet implemented global warming reduction initiatives and could therefore 
not provide a report. The further analysis of subthemes revealed that participants set 
environmental sustainability strategies in terms of global warming, so in this section it 
will only be addressed as environmental sustainability strategies. 
 
7.7.1.1 Summary of environmental sustainability strategies 
Table 7.23 depicts a summary of the subthemes identified with regard to the 
environmental sustainability strategies theme. 
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Table 7.23: Summary of environmental sustainability strategies 
Environmental 
sustainability 
strategies subthemes 
 
Private Public 
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E L C D F B A J K M G H I 
GHG emissions  X  X X  X X X  X X  
Energy saving X X X X X  X X X X X X X 
Renewable energy X  X           
Packaging and recycling X X X           
Transportation X  X  X     X    
Water saving X X X X   X X X  X X X 
Green building     X      X   
Community involvement  X            
Managing land and 
biodiversity  
      X       
Education modules            X  
 
From the table above, it can be seen that all public sector cases and almost all 
private sector cases list energy and water savings as sustainability strategies. To a 
lesser degree a similar trend can be observed regarding GHG emissions. More 
environmentally sustainable strategies were utilised by the private sector cases.   
 
7.7.1.2 Summary of raising environmental awareness globally 
Table 7.24 depicts a summary of the subthemes identified from the participating 
organisations regarding the raising environmental awareness theme. 
 
Table 7.24: Summary of raising environmental awareness 
Raising environmental 
awareness globally 
subtheme 
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External              
Global conference 
attendance 
      X       
Local conference attendance X    X X  X X X X X X 
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Raising environmental 
awareness globally 
subtheme 
Private Public 
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E L C D F B A J K M G H I 
Printed and digital media     X  X  X X X X X 
Green campaigns       X   X X X X 
Internal              
Intranet X X X X X X X X X  X   
Printed and digital media X X X X X  X X X  X X X 
Online and face-to-face     X  X  X   X X 
Employee wellness 
programme 
       X      
 
The information presented in the above table suggests that private sector cases use 
their local intranet and printed and digital media to make employees aware of 
environmental issues. Furthermore, all public sector cases attend local conferences 
and make the public aware of environmental sustainability issues via printed and 
digital media. Only one case in the private sector makes employees aware of 
environmental sustainability issues through an employee wellness programme. 
 
7.7.1.3 Summary of the level of employment involvement 
Table 7.25 depicts a summary of the subthemes identified regarding the level of 
employee involvement. 
 
Table 7.25: Summary of the level of employment involvement 
Level of employee 
involvement subthemes 
Private Public 
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E L C D F B A J K M G H I 
All hierarchical levels X X  X X  X X   X   
Top level leadership           X    
Sustainability/environmental 
team 
       X   X X X 
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Public sector cases have a dedicated sustainability or environmental team that drive 
environmental sustainable global reduction initiatives. It seems that private sector 
cases involve all employees at all hierarchical levels if they are actively engaged in 
environmental sustainability actions.  
 
7.7.1.4 Summary of the level of employment incentives 
Table 7.26 depicts a summary of the subthemes identified with regard to employee 
incentives. 
 
Table 7.26: Summary of the level of employee incentives 
Employee incentives 
subthemes 
Private Public 
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Local level    X     X     
Global level   X           
Included in key performance 
areas 
   X X  X       
 
It is clear from the above table that public sector cases do not provide any incentives 
for staff to encourage environmentally sustainable global warming reduction efforts.  
Few private sector cases provide employee incentives to encourage environmentally 
sustainable global warming reduction efforts but have included them in their key 
performance areas.   
 
7.7.2 Change leadership issues 
The themes and subthemes explored for the 13 participating organisations regarding 
change leadership issues based on employment sector analysis are elaborated on in 
following sections. All participants indicated that change leaders should come from 
top level leadership to drive environmentally sustainable global warming reduction 
strategies. 
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7.7.2.1 Summary of the change leadership qualities 
Table 7.27 depicts a summary of the subthemes identified with change leadership 
qualities. 
 
Table 7.27: Summary of change leadership qualities 
Change leadership 
qualities subthemes 
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E L C D F B A J K M G H I 
Personal convictions              
Committed       X    X X  
Knowledgeable X   X X  X X X X X X X 
Courageous             X 
Passionate X    X  X  X X    
Energetic X X   X    X X X   
Achievement-orientated   X          X 
Focused   X           
Problem-solving         X  X   
Flexible    X     X  X   
Relationship qualities              
Persuasive      X  X    X  
Assertive    X    X X     
Networking          X    
Good communicator X  X X  X  X  X   X 
Emotionally intelligent            X X 
Empathetic  X            
Credible       X X      
Entrepreneurial 
qualities 
             
Visionary   X   X        
Resilient   X X     X   X  
Perseverance   X      X     
Entrepreneurial        X      
Innovative    X          
 
In the following sections the results depicted in Table 7.27 are elaborated on. 
 
a) Personal convictions 
It is evident that all public sector cases and many private sector cases view being 
knowledgeable as an important change leadership quality. The responses are varied 
from there onwards regarding other leadership qualities which would be desirable for 
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environmentally sustainable global warming reduction in the workplace, so no further 
trend could be observed.    
 
b) Relationship qualities 
Being emotionally intelligent has only been mentioned by some public sector cases 
as a desirable leadership quality to drive environmentally sustainable global warming 
reduction in the workplace. Being a good communicator seems to be more highly 
regarded by the private sector than the public sector cases. 
 
c) Entrepreneurial qualities 
Only one public sector case could identify resilience as an entrepreneurial quality 
necessary to drive environmentally sustainable global warming reduction in the 
workplace. Only one retail private sector case identified a few entrepreneurial 
qualities to drive this reduction in the workplace.    
 
7.7.2.2 Summary of change leadership styles 
Table 7.28 provides a summary of the subthemes identified in the theme of change 
leadership styles. 
 
Table 7.28: Summary of change leadership styles 
Change leadership styles 
subthemes 
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E L C D F B A J K M G H I 
Visionary     X   X X   X X  
Charismatic  X  X  X         
Servant   X       X     
Authentic        X     X 
Transformational  X   X X     X    
Inclusive   X   X        
Autocratic           X    
 
No clear trend is apparent from the information contained in the table shown above.  
However, the private sector cases were able to provide more types of leadership 
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styles associated with change leaders than the public sector. It was interesting to 
note that one public sector case promoted autocratic leadership while another 
regarded authentic leadership as the necessary style to create environmentally 
sustainable global warming reduction changes in the workplace.  
 
7.7.2.3 Summary of engendered change leadership 
Table 7.29 provides a summary of the two subthemes identified in the change 
leadership styles theme. 
 
Table 7.29: Summary of engendered change leadership 
Engendered change 
leadership subthemes 
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E L C D F B A J K M G H I 
Female   X   X    X X  X X 
Not gender-related X  X X X X X X   X   
 
The information provided in the above table suggests that the private sector cases 
do not associate gender with change leadership. Public sector cases seem to favour 
females to drive environmental sustainable global warming reduction changes in the 
workplace.  
 
7.7.2.4 Summary of personal beliefs as change leaders 
Table 7.30 provides a summary of the subthemes identified under the change 
leadership styles theme. 
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Table 7.30: Summary of personal beliefs as change leaders 
Personal beliefs as 
change leaders 
subthemes 
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Personal belief  E L C D F B A J K M G H I 
Personal values X X X X X X X X X X X X X 
Family values        X      
Ubuntu  X       X     
Personal influence              
Global pressure      X     X   
Job role X X   X  X X X X X X X 
Triple bottom line         X     
Small significance    X          
 
It appears from this table that all employment sectors (private and public) highly 
regard personal values as a necessary personal belief of change leaders to create 
changes in workplace. It was interesting to note that two private sector cases cited 
Ubuntu as part of their personal belief system prompting them to effect 
environmentally sustainable global warming reduction changes in the workplace. All 
public and most private sector cases suggested that their job roles drove them to 
become change leaders with regard to environmentally sustainable global warming 
reduction.  
 
7.8 SUMMARY 
In this chapter, the results of the 13 qualitative interviews conducted with male and 
female leaders in respect of environmental sustainability issues and change 
leadership issues were presented. The results of global warming reduction actions 
and change leadership issues that were identified were presented. Within the main 
themes, sub-themes were identified. An inter-provincial comparison was conducted 
to identify possible difference between provinces. The results were further analysed 
in terms of both the business and employment sectors.  
 
In the next chapter, a summary of the study will be presented, followed by 
conclusions on global warming reduction actions and change leadership issues. 
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Suggestions and recommendations will be offered on how organisations could use 
leaders as change agents to drive global warming reduction activities by looking at 
the international landscape as described in Chapter 3. The contributions of this study 
in the field of environmental sustainability leadership will be highlighted and 
thereafter the limitations of the research will be discussed. The chapter will conclude 
with recommendations for future research and guidelines to assist change leaders in 
being change agents to drive environmental issues within organisations. 
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CHAPTER 8 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
 
8.1 INTRODUCTION 
In Chapter 7 an analysis of the research results collected during the empirical 
investigations was presented. The data analysis began with the identification of 
themes and a discussion of the differences and similarities which emerged. The 
initial findings were analysed further by providing a comparison of the differences 
and similarities in respect of environmental sustainability and change leadership 
issues according to province. The initial findings were also analysed by providing a 
comparison between the cases in the selected provinces, as well as within the 
business and employment sectors of these provinces.  
  
A literature survey of change leadership and environmental sustainability was 
conducted over two chapters. Limited research exists regarding the ability of change 
leaders to drive environmental sustainability, in particular global warming reduction in 
the workplace. It was important, therefore, to establish how global warming issues 
are being addressed in South Africa and at a global level. Furthermore, the 
researcher wished to establish which qualities change leaders need to possess in 
order to drive change within organisations. This study aimed to explore the change 
leadership qualities which are needed to drive environmental sustainability in the 
South African landscape. This information could in turn be used to support the drive 
towards global warming reduction. A qualitative paradigm was ultimately chosen to 
investigate environmental sustainability because the initial research design included 
a mixed paradigm approach, and after one year, very few responses could be 
obtained from most respondents. This indicated that they were not familiar with the 
environmental sustainability issues highlighted in their organisations, confirming that 
the qualitative paradigm was the most appropriate approach to follow.   
 
This chapter begins with a summary of the study, followed by conclusions focusing 
on environmental sustainability and change leadership issues. Suggestions and 
recommendations are provided, indicating that organisational leaders can act as 
change leaders or agents of environmental sustainability, together with the change 
leadership qualities needed to drive global warming reduction initiatives in particular. 
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The contributions of this study to the field of change leadership and environmentally 
sustainable global warming reduction are presented, after which the limitations of the 
research are discussed. Finally, recommendations for future research are presented 
and the chapter concludes. 
 
In the next section, a summary of the study will be presented. 
 
8.2 SUMMARY OF THE STUDY 
This study consisted of eight chapters. Chapter 1 commenced with an introduction 
and background to the study, followed by an outline of the problem statement and 
research objectives. The terminology and terms used in the study were clarified. A 
brief methodology was provided and thereafter the structure of the study was 
presented.  
 
The research design was outlined in Chapter 2, together with the main research 
paradigms and a motivation for the selection of the qualitative research paradigm for 
this study. The population, sample and sampling procedure were presented and data 
collection methods were discussed in relation to secondary and primary research 
collection. The primary data collection procedure included a comprehensive 
description of how and where the data was collected, as well as the interview 
schedule used during the empirical investigation. The methods used for data 
analysis were described and the chapter concluded with a discussion of how the 
trustworthiness of the study was ensured.  
 
The literature review for this study, was split up into Chapters 3 to 5. Sources from 
the literature review were used to extract theory and definitions and aided the 
researcher in preparing the interview schedule, which was based on the literature 
about environmental sustainability, in particular on global warming reduction 
initiatives and change leadership issues. 
 
The literature review began in Chapter 3, with a discussion of environmental 
sustainability, which included a brief history of global warming and mechanisms 
which countries and organisations could utilise to mitigate the effects of global 
warming.  The role of global leadership in encouraging environmental sustainability 
 
 
249 
 
to reduce global warming, and a review of how developing and developed countries 
go about encouraging environmental sustainability to reduce the effects of global 
warming, were also discussed. The role of South Africa in environmental 
sustainability and global warming reduction was emphasised and the measures that 
have been put in place by South African organisations to encourage environmental 
sustainability strategies were also presented.    
 
Chapter 4 discussed change leadership by taking a look at the change process, 
defining change leaders and agents and the role they play in the change process. 
Effective change leadership was discussed, and ways in which change leaders can 
interact at different hierarchical levels within an organisation, were presented. 
Different change leadership styles and how to create an enabling change leadership 
working environment, were elaborated on.  
 
Change leadership qualities were presented in Chapter 5, beginning with a 
discussion of the personal convictions of change leaders. These were categorised 
into personality qualities and job behaviour qualities. An overview of relationship 
qualities was given; these qualities were then classified as personal relationship and 
professional relationship qualities. Entrepreneurial qualities were examined in the 
final focus area of this section. Change leadership qualities were included because 
the focus of this study was on change leaders or agents and the qualities which they 
require to drive environmental sustainability, in particular global warming reduction 
initiative within organisations.  
 
Chapter 6 provided a biographical profile of the 13 participants interviewed in the 
Gauteng, Eastern and Western Cape provinces.  Initially a brief profile was offered of 
the participants interviewed in respect of their gender, age, years in leadership 
positions, work experience and qualifications. This was followed by the participants‟ 
personal involvement in environmental sustainability issues and a background of 
their place of employment in terms of number of years in existence, organisational 
form, operational sector, number of employees, number of employees in leadership 
positions and number of women in leadership positions. The latter focus area was 
included since information was forthcoming from the literature about women in 
particular being passionate about the environment. The chapter concluded with a 
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summary of the biographical profile of the participants and of their South African 
employers. 
 
In Chapter 7, the results of the qualitative interviews conducted with male and 
female participants regarding environmental sustainability and change leadership 
issues were presented. Thereafter an inter-provincial comparison was provided, as 
well as a comparison between business and employment sectors in respect of the 
subthemes identified within the environmental sustainability and change leadership 
issues.  An engendered comparison was also done to establish whether this was a 
factor in determining who is best-suited to drive environmental sustainability, in 
particular global warming reduction activities, and on the influence of change 
leaders‟ personal beliefs.  
 
Chapter 8 (the current chapter) provides a summary of the study. The study 
concludes with an examination of the results from South African participants in 
comparison to literature on global environmental sustainability and change 
leadership. Based on these conclusions, recommendations are provided regarding 
how environmental sustainability leadership can be driven effectively through the use 
of change leaders. The contributions of this study to the field of environmental 
sustainability leadership are highlighted, and recommendations for future research 
areas are made. A final conclusion for the chapter is provided.  
 
The primary research objective of this study was to investigate who should and can 
act as change leaders or agents to encourage environmental sustainability, in 
particular to reduce global warming effects in the workplace. This objective was 
achieved in the findings of the interviews with 13 participants on environmental 
sustainability leadership. 
 
Change leadership qualities and environmentally sustainable global warming 
reduction initiatives all contribute to environmental sustainability leadership.  Change 
agents can be defined as the people who champion the adaptation and 
implementation of solutions directed at specific goals (D‟Amato & Roome 2009:423).  
According to Banuri and Opschoor (2007:16), environmental sustainability includes 
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climate change, also referred to as global warming, which is an issue that needs to 
be urgently addressed as it influences the physical environment.  
 
Table 8.1 highlights how the secondary objectives in this case study were met. 
 
Table 8.1: How secondary objectives were met 
SECONDARY OBJECTIVE HOW OBJECTIVE WAS MET 
To investigate which research paradigms, 
research methodologies, data collection 
methods and analysis are most appropriate to 
research the problem in question. This objective 
suggests that the correct overall research 
design needs to be determined. 
This has been achieved in Chapter 2 where the 
research methods were discussed and the most 
appropriate paradigm and research approach viz. 
qualitative research was identified. The preferred 
data collection methods were identified including 
the survey method, email and telephonic surveys. 
The design of the interview schedule was 
described. The preferred data analysis methods 
were identified including unique case orientation, 
content analysis, constant comparison and 
grounded theory. 
To present an in-depth literature review of 
secondary sources indicating how 
environmental sustainability, including the 
effects of global warming, can be reduced in the 
workplace. 
This has been achieved in Chapter 3. Relevant 
literature, with particular emphasis on 
environmental sustainability in terms of global 
warming, mechanisms which countries and 
organisations could utilise to mitigate the effects 
of global warming was presented. A discussion 
was also provided on the role of global leadership 
in reducing global warming, which included 
presenting countries both from developing and 
developed economies and what they are doing to 
reduce the effects of global warming. The role of 
South African leadership in global warming 
reduction was emphasised, and environmental 
sustainability measures which have been put in 
place in South African organisations were 
presented. 
To present an in-depth literature review of 
secondary sources dealing with change 
leadership. 
This has been achieved in Chapters 4 and 5. In 
Chapter 4, relevant literature with particular 
emphasis on change leadership and the qualities 
change leaders need in order to drive 
organisational change, was presented. These 
chapters included a discussion of leadership 
styles and the role of change leaders and agents 
within organisations. A brief discussion of how to 
create an enabling environment for environmental 
sustainability followed. In Chapter 5, a discussion 
on change leadership qualities was included in 
terms of personal convictions, relationship 
qualities and entrepreneurial qualities. 
To obtain primary data to determine who can 
and should act as change agents for 
environmentally sustainable global warming 
reduction. 
This has been achieved in Chapter 7 (results of 
research study) where the qualities necessary for 
change leaders have been indicated and other 
change leadership issues such as leadership 
styles necessary for creating environmental 
sustainability in the workplace were presented.  
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SECONDARY OBJECTIVE HOW OBJECTIVE WAS MET 
To obtain primary data to gauge how these 
change leaders or agents to assist in 
environmentally sustainable global warming 
reduction in the workplace. 
This has been achieved in Chapter 7 (results of 
research study) where the environmental 
sustainability issues were presented. Various 
themes were identified and explored in the 
interview schedule.  Subsequent subthemes 
emerged in the findings which indicate what 
organisations and change leaders can do to drive 
the process. 
To discuss, draw conclusions and make 
recommendations on who should act as change 
leaders or agents and which actions they should 
engage in to encourage environmentally 
sustainable global warming reduction in the 
workplace. 
This has been achieved in Chapter 8. 
Suggestions from male and female leaders 
interviewed in the study are indicated and 
conclusions are drawn based on the empirical 
and literature findings.  Chapter 8 also provides 
guidelines on to encourage environmental 
sustainability actions in South Africa, as well as 
guidelines on the requirements of change leaders 
to drive these environmental sustainability 
actions. 
Source: Own Construct (2012) 
In the following section, conclusions and recommendations of the biographical profile 
of the participants and their employers are provided. 
 
8.3 CONCLUSIONS AND RECOMMENDATIONS OF BIOGRAPHICAL 
PROFILE OF THE PARTICIPANTS AND THEIR EMPLOYERS  
Based on the biographical profile of the participants and their employers, it can be 
concluded that:  
 All participants were personally involved in environmental sustainability initiatives, 
which suggests that they are passionate about change and would extend their 
actions to drive initiatives in their organisations; 
 All participants were either indirectly or directly involved in environmental 
sustainability in their place of employment; 
 Many of the participants held a post-graduate degree, indicating that they were 
well educated; 
 Most of the participants were between the ages of 26 and 45, with the majority 
having more than 16 years‟ work experience; 
 Most of the participants had been in a leadership position for more than five 
years, but less than 16 years and reported either directly to the managing 
directors or to area directors of their organisations, thus representing middle-level 
to top-level management; 
 
 
253 
 
 Many of the participating organisations had been in existence for more than 50 
years, were classified as large (over 5,000 employees) and some were operating 
globally; 
 Many of the participating organisations had low representations of women in 
leadership positions, with only the retail sector having at least 30 per cent of 
leaders being women. 
 
The following recommendations are proposed, based on the abovementioned 
conclusions:  
 It is recommended that other sectors also promote more women to leadership 
positions. Based on the literature and empirical findings, it appears that, due to 
their nurturing natures, women could successfully drive environmentally 
sustainable global warming reduction initiatives in the workplace. Promoting 
women could also assist organisations in succession planning and meeting 
employment equity targets. 
 Where organisations are part of a global group, it is suggested that exchange 
programmes could be put in place where South African leaders are identified and 
sent abroad to learn more about how to address and implement environmental 
sustainability locally. These South African leaders could then act as mentors in 
their areas and encourage information-sharing.  
 All business and employment sectors should put environmental sustainability 
plans in place and identify change leaders or agents in their organisations to 
drive environmental sustainability. To ensure that all organisations oblige, 
government should make environmental sustainability reporting compulsory for 
all organisations regardless of their size. 
 
In the next section the results are concluded in terms of the four best practices 
investigated. Recommendations are also provided for each of the four best practices. 
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8.4 CONCLUSIONS AND RECOMMENDATIONS OF ENVIRONMENTAL 
SUSTAINABILITY ISSUES 
The conclusions and recommendations will be based on the results of the 13 
interviews with South African participants (Chapter 7) and on the literature review in 
Chapter 3 which provides an overview of environmental sustainability.  
 
8.4.1 Conclusions  
The empirical findings reveal that South African organisations focus on 
environmental sustainability and have identified strategies and actions necessary to 
reduce global warming. These findings were evident in all three participating 
provinces within the specific sectors targeted, namely mining, manufacturing, retail, 
financial services, local government and education.     
 
8.4.1.1 Environmental sustainability strategies   
The main environmental sustainability strategies in terms of global warming 
reduction according to this study‟s findings are to save energy, reduce GHG 
emissions and to preserve water. Various other initiatives are also confirmed in both 
empirical and literature findings (see Kolk & Pinkse 2005:14; Olsen 2009:6 and 
Vlachou & Konstantinidis 2010:34) and include managing land and biodiversity, 
using renewable energy, waste reduction, recycling, reduce need for transportation, 
take advantage of green building and engaging in green campaigns. According to 
literature, various global initiatives have been set in motion to reduce global warming 
– first by G8 countries and then expanded to G20 countries which include the 
European Union. The G20 include the G8 countries as well as BRIMCKS (Brazil, 
Russia, India, Mexico, China, South Korea and South Africa), Australia, Argentina, 
Indonesia, Saudi Arabia and Turkey (Rosenberg 2013:1). International standards 
and policies are in place specifically around GHG emissions and energy saving in 
order to allow countries to control their environmental impacts.  
 
It was observed in literature that both developed and developing countries are 
involved in global warming reduction environmental sustainability actions. Various 
authors (see Gobel 2010:2; Goldstein 2011:4; Jungjohann 2012:1; Miliband 2010:39; 
NPR News Staff 2011:1 and Wittneben & Kiyar 2009:1128) point out that the main 
actions of developed countries (USA, Canada, France, Germany, Italy, Japan and 
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Russia) are: cutting GHG emissions, having a carbon tax plan, increasing energy 
efficiency, increased use of renewable resources, cutting transportation, recycling 
and transportation alternatives. It was observed that the main actions of developing 
countries (Brazil, China, India, Indonesia) are to reduce deforestation, increase the 
use of renewable resources and recycling (see Alfreds 2013:1; Bissoon 2012:1; 
Montiea 2013:1 and Sapa 2012:1).    
Literature indicates that in South Africa, not only the government but also certain 
organisations make an effort to reduce the effects of global warming (see Alsfine 
2008:1; Dos Santos 2011:389 and Sustainability Living Report 2013:22-25). South 
Africa has been proactive in the reduction of global warming through the introduction 
of green technology, energy reduction, carbon capture and carbon taxes (see Alfreds 
2013:1; Bissoon 2012:1; Montiea 2013:1 and Sapa 2012:1). It seems from the 
literature that South Africa could be viewed as perhaps more progressive than the 
developing countries in its stance on environmental sustainability issues and in 
particular on global warming reduction. The empirical findings of this study confirm 
that South African organisations are actively engaged in global warming reduction 
initiatives. Stakeholders, in particular customers, expect organisations to be green 
because this assists in gaining the competitive advantage in the market as 
consumers are becoming more aware of global warming issues. 
 
All provinces are involved in energy-saving actions, while some provinces focus on 
water preservation as they have a scarcity of water. Furthermore, from the empirical 
findings it appears that the private sector organisations have implemented various 
environmental sustainability strategies, whereas the public sector has specific focus 
areas around GHG emission, energy saving and water preservation. 
 
8.4.1.2 Environmental awareness 
The empirical results revealed that the participants mostly obtain knowledge of 
environmental sustainability, in particular global warming, by attending local 
conferences so as to better equip them for the challenge of environmental 
sustainability. They make employees and the public aware of environmentally 
sustainable global warming reduction through printed and digital media and also 
utilise the intranet to create internal awareness. It was suggested by General review 
(2011a:6) that organisations can demonstrate ecologically sustainable leadership by 
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developing an awareness of how an organisation interacts, not just with the 
community, but with the world.  In addition to literature findings, empirical findings 
indicate that some organisations have training in place to inform employees of what 
they can do within the organisation and on a personal level to promote 
environmental sustainability through the engagement of initiatives to combat global 
warming. No differences could be observed in the provincial or sector comparison in 
this regard. 
 
8.4.1.3 Sustainability reporting 
As indicated in literature, South Africa as a developing country has certain laws and 
policies which need to be adhered to according to the King III report, which states 
that sustainability is the primary moral and economic imperative of the 21st century.  
Listed organisations on the Johannesburg Stock Exchange need to adhere to the 
King III report by reporting on environmental aspects, as it is now part of local 
government legislation (Institute of Directors in Southern Africa 2009:10,57). 
Customers and other stakeholders expect organisations to report on their 
sustainability (Isaksson & Steimle 2009:168). Nature, society, and business are 
interconnected in complex ways that should be understood by decision-makers 
(Trialogue 2013:1).  It is likely that this is the reason why almost all organisations, 
especially the private sector organisations in this sample, publish their sustainability 
reports online.   
 
Global reporting, which allows organisations to voluntarily report on their 
sustainability impacts, was also mentioned by some of the organisations who report 
locally on their sustainability issues.  In recent years the Global Reporting Initiative 
(GRI) came into being. This is a non-profit organisation that works towards a 
sustainable global economy by providing sustainability reporting guidance to assist in 
the reporting of certain effects of global warming (Global reporting initiative 2013:1). 
According to Wilburn and Wilburn (2013:65), the GRI‟s sustainability reporting 
framework enables all organisations to measure and report their sustainability 
performance and by doing so, increases the trust that stakeholders have in them and 
in the global economy by reporting transparently with accountability. From the 
empirical findings it seems that all organisations both in private and public sectors 
report on their sustainability. 
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8.4.1.4 Level of involvement 
Galpin and Whittington (2012:41) state that employee engagement is a fundamental 
element of transforming a firm‟s sustainability mission, strategy, and values into 
measurable results.  Lacy, Arnott and Lowitt (2009:491) further indicate that when 
employees are engaged with their organisation‟s sustainability strategy, they 
proactively identify, communicate and pursue opportunities to execute the strategy. 
The empirical findings indicated that the level of involvement was across all 
hierarchical levels within the participating organisations in global warming reduction 
activities for both public and private sectors. However, in the Western Cape province 
in particular, public sector environmental and sustainability teams are appointed to 
pay attention to environmental sustainability. This suggests these teams have 
specialised knowledge and skills. 
 
8.4.1.5 Employee incentives 
Halevy, Chou and Galinsky (2011:32) propose that in order to facilitate 
organisational success, top level leadership could motivate performance through 
hierarchy-related incentives. The study‟s empirical findings suggest that employee 
incentives linked to environmentally sustainable global warming reduction activities 
seem to be lacking. However, it seems that in the private sector, incentives form part 
of the key performance areas of business managers for units in the organisation.   
 
8.4.2 Recommendations of environmental sustainability issues 
As environmental problems are real and urgent for our planet, South African 
organisations need to report on how they address environmental sustainability, with 
specific attention paid to how they can reduce global warming. Based on the 
conclusions detailed in the previous section, the following proposals are made: 
 GHG emissions, energy saving and water preservation should continue to be 
pursued, but attention should also be paid to development of pilot projects to 
separate waste in separate bins to ensure recycling, thus investing in cost-
effective technologies which may assist in renewable energies. Targets should be 
set for GHGs to enable measurement to ensure the reduction levels are met. 
Renewable energy solutions could be looked at from a cost benefit long-term 
perspective. 
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 Environmental sustainability strategies which include packaging and recycling, 
energy saving, renewable energy, water saving, green buildings and GHG 
emissions need to be developed and measured over time. This can be done by 
switching to renewable energy sources, developing approaches to reduce GHG 
emissions, capitalising on energy efficiency gains, developing programmes on 
water-wise usage, integrating green building development plans into any new 
buildings which may be constructed, applying integrating green thinking into all 
processes across the organisations and communicating and encouraging these 
strategies across the organisation to ensure that these strategies are adhered to. 
 Environmental sustainability awareness should be raised within organisations 
through printed newsletters and online workshops, covering the importance of 
environmental sustainability for both the organisation and at a personal level. 
Useful pointers on what employees could do should be listed – for example, 
switching off lights when leaving the office. Mention could also be made of the 
energy saving which this could produce. These could also help to educate 
employees and reduce costs for the organisations and personal households.  
 Campaigns can be initiated to inform employees of the benefits of recycling, 
energy saving and water saving and the impact of these actions on the planet. 
This could be done on Arbour Day, where trees could be planted on the 
organisation‟s property to assist in lessening the impact of the organisation‟s 
carbon footprint. Planting a vegetable garden, where employees could be 
educated on the benefits of having green products within their own homes, could 
also be helpful. These Arbour Day activities could be used as an educational tool 
to explain the meaning of carbon footprint and how this affects the environment.  
Organisations should also initiate special green days to coincide with Earth Hour 
and COP conferences to make known the benefits of recycling, energy saving 
and water saving. Presentations and workshops on how to recycle, the different 
separation methods and the benefits thereof could be presented on these days. 
In terms of energy saving, the benefits of switching to energy-efficient uses of 
electricity could be highlighted such as the use of solar power and energy-
efficient light bulbs. Water saving could be done through the demonstrations of 
products which aid in saving water, such as shower heads and water tanks.  
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 The establishment of environmental sustainability teams would allow for 
specialised expertise on environmental sustainability.  Specific employees could 
be identified in the organisation who could act as change agents, being 
knowledgeable on the subject matter or having experience in working on 
environmental sustainability projects. 
 Employee incentives should be introduced to encourage employees to be more 
aware of their actions and how they affect the planet. Competitions could be 
introduced at exhibitions where the benefits of implementing global warming 
reduction activities both within the organisation and at a personal level were 
emphasised. 
 
8.5 CONCLUSIONS AND RECOMMENDATIONS OF CHANGE LEADERSHIP 
ISSUES 
These conclusions and recommendations are based on the results of the 13 
interviews with South African participants (Chapter 7) and on the literature review in 
Chapters 4 and 5 which provides an overview on change leadership and change 
leadership qualities.  
 
8.5.1 Conclusions of change leadership issues 
The empirical findings reveal that South African participants have certain views on 
change leadership issues which are evident in all three participating provinces within 
the specified sectors targeted mentioned earlier (see 8.4.1). 
 
8.5.1.1 Change leadership qualities 
Marques (2008:820) states that successful leaders‟ convictions are the practical 
reinforcement of what they believe in, in the environments they care for. The main 
change leadership personal quality required for change leaders to be effectively 
driving environmental sustainability initiatives, according to the empirical results, is to 
be knowledgeable of the subject matter. Other qualities are being committed, 
courageous, passionate, energetic, achievement-orientated, focused, problem-
solving-orientated and flexible.  Several authors (see Bennis & Goldsmith 2003:122; 
Brodie 2013:1; Couros 2013:1; Fullan 2002:1; Purt 2012:1; Whitaker 2012:1) confirm 
all these qualities.  However, literature also add qualities such as being encouraging, 
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being a person of integrity and having a moral obligation and humility. In terms of 
personal convictions, the Western Cape participants identified more change 
leadership qualities than other provinces as necessary to ensure that 
environmentally sustainable global warming reduction strategies are executed. In the 
business sectors, finance and local government cases valued being energetic as a 
necessary trait for a change leader. The local government sector provided most 
views regarding personal convictions essential for change leaders to drive global 
warming reduction in the workplace as opposed to the other sectors. No trend in the 
public or private sectors could be identified. 
 
According to Fullan (2002:1), relationship qualities can be specified in terms of 
personal and professional relationship qualities, and individuals who blend personal 
humility with intense professional qualities are more successful in the workplace. In 
terms of relationship qualities, being a good communicator was indicated as the 
most important change leadership quality to drive environmental sustainability 
initiatives. Other relationship qualities indicated by participants were being 
persuasive, assertive, being able to network, being emotionally intelligent and having 
empathy.  Authors cited in Chapter 5 (see Abbas & Asghar 2010:21; Baker 2013:1; 
Erpestad 2013:8; Mohin 2012:1; Okurame 2008:520; Polychroniou 2009:345; Sidra 
et al. 2011:116; Toor & Orfori 2008:65) corroborated these findings. Other important 
qualities according to the literature, are having an outgoing personality and good 
interpersonal skills, being credible, dynamic, good at handling conflict, 
compassionate and responsible.  Gauteng and Eastern Cape participants mentioned 
more relationship qualities as being necessary in change leaders to ensure that 
environmental sustainable global warming reduction strategies are implemented. In 
the business sectors, mixed views were received regarding relationship qualities and 
no trend could be established. Only the education sector indicated that being 
emotional intelligent was an important change leadership quality to possess, while a 
few public sector participants mentioned it as a desirable leadership quality to drive 
environmental sustainable global warming reduction in the workplace. 
 
The participants also indicated several entrepreneurial qualities such as being 
visionary, resilient, innovative and having perseverance. These entrepreneurial 
qualities have been identified in literature as desirable in the workplace by several 
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authors (Bennet 2002:2; Couros 2013:1; Crum 2012:1; Mehmet 2012:299; Purt 
2012:1; Zimmerman & Borouthers 2012:25).  However these authors also consider 
being self-motivated and having a high propensity for learning as desirable change 
leadership qualities. Of the three provinces, only those organisations in Gauteng 
indicated the importance of entrepreneurial qualities. Gauteng was also the only 
province to have participants who considered being visionary as a change leadership 
quality. One of the retail organisations indicated various entrepreneurial qualities 
(being visionary, resilient, innovative and having perseverance) as important change 
leadership qualities to possess for driving environmental sustainability issues, and 
one retail case identified resilience as an entrepreneurial quality to drive 
environmental sustainable global warming reduction in the workplace.    
 
8.5.1.2 Change leadership styles 
The change leadership styles identified in the empirical study to drive environmental 
sustainability were visionary, charismatic, servant-style, transformational, and to a 
lesser extent authentic, inclusive and autocratic. As indicated in the literature, 
transformational leaders communicate a clear, optimistic and attainable picture of the 
organisation‟s future, encouraging subordinates to develop “beyond the norm” so 
that the organisation can also grow and develop (Sarros & Santora 2001:386). This 
could be the reason for the Western Cape regarding this change leadership style as 
important as opposed to the other provinces. Retail sector cases seemed to favour 
transformational leadership as suitable for initiating changes in organisations. 
Kantabutra and Saratun (2011:999) state that visionary leaders effectively 
communicate their visions to promote changes in a simple manner in order for 
followers to grasp the message and broaden support among their followers. 
Literature in organisational settings has shown that charismatic leadership is 
positively related to employee performance, job satisfaction, and organisational 
commitment (Michel et al. 2013:471).  
 
The retail sector cases seemed to favour transformational or charismatic leadership 
for initiating changes in organisations. Servant leaders, according to Parolini, et al. 
(2009:290) focus on the needs of the individual, are inclined to first serve, are loyal 
towards the individual, and influence them through unconventional service as well as 
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by offering freedom or autonomy. This could be the reason for the manufacturing 
cases preferring a servant leadership style.   
 
An interesting finding was that although the autocratic style is viewed as dictatorial 
and bossy in nature (Nyberg et al. 2008:805), one Eastern Cape local government 
case indicated an autocratic leadership style as necessary for driving 
environmentally sustainable global warming reduction strategies. Furthermore, this 
leadership style was viewed by one local government public sector case as 
necessary to effect environmentally sustainable global warming reduction changes in 
the workplace.  
 
8.5.1.3 Engendered change leadership 
According to Braun (2010:248), women normally display higher levels of nuanced 
environmental concern, and are more likely to translate that concern into “private” 
pro-environmental behaviour in the household such as recycling, whereas men are 
more likely to demonstrate concern through public activism such as attending 
meetings. This could be the reason for there being more male than female 
participants; however, it seems that the driving of environmental sustainable global 
warming reduction initiatives is not gender-related. According to Mandell and 
Pherwani (2003:387), females might be better equipped to manage their emotions 
and the emotions of others than their male counterparts. Furthermore, in a study by 
Holmes, Burns, Marra and Stubbe (2003:422), it was found that effective women 
managers adapt their style with sensitivity and skill to the specific setting. They refute 
misconceptions about the ability of women in management roles to handle workplace 
humour, making them socio-linguistically very proficient communicators in the 
workplace.  
 
Literature indicates that most effective change leaders or agents have a deep sense 
of caring deeply, which allows employees to be more emotionally engaged (Welch & 
Welch 2008:1). Studies conducted consistently show that women express higher 
levels of concern towards the environment than men (Braun 2010:247). This could 
explain why six participants, of whom two were male and four female, viewed women 
leaders as the main driver of these initiatives due to their nurturing qualities and 
being more in tune with the emotions of others.  
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Gauteng and most Western Cape cases did not consider gender as significant in 
influencing the outcomes of environmentally sustainable global warming reduction 
initiatives. Eastern Cape participants mostly regarded females as being better 
change leaders.  The education sector cases indicated that female leaders would be 
better to drive environmental sustainable global warming reduction in the workplace.  
Private sector cases disassociated gender with change leadership, while public 
sector cases seemed to favour females for driving environmental sustainable global 
warming reduction changes in the workplace. 
 
8.5.1.4 Personal beliefs and influence as change leaders 
Literature indicates that change leaders‟ convictions drive what they do and as a 
result, there are different personality and job behaviour qualities which play a role in 
the implementation of change (Marques 2008:820; Purt 2012:1; Whitaker 2012:1). 
This would support the finding that all the participants viewed their personal values 
as assisting them in driving environmentally sustainable global warming reduction 
initiatives in their organisations. Both private and public sectors regarded personal 
values as a necessary personal belief of change leaders to effect changes in 
workplace. Brodie (2013:1) states that the level of their personal commitment 
influences change leaders‟ behaviour which in turn influences results. In a study 
completed by Tamkin (2012:94) which focuses on outstanding leadership, it was 
suggested that the three elements which make for an outstanding leader are 
systemic thinking, viewing people as their only route to excellence, and conceiving 
their role as impacting positively on others. The current study‟s findings suggest that 
the participants view their work roles as influential in driving global warming 
reduction initiatives due to the positions they hold in their organisations. This was 
evident in all business sectors, with the exception of the retail sector, view their job 
role as allowing them to personally influence them in making a contribution in 
implementing global warming reduction activities to ensure environmental 
sustainability. All public and most private sector participants stated that their job roles 
drove them to become change leaders with regard to environmentally sustainable 
global warming reduction.  
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It was interesting to note that two private sector manufacturing and retail cases 
mentioned Ubuntu as part of their personal beliefs which prompted them to effect 
environmentally sustainable global warming reduction changes in the workplace.   
 
8.5.2 Recommendations for change leadership issues 
From the literature, it was observed that there is limited information available on 
change agents and how they are able to drive environmental sustainability 
specifically within organisations. Change agents play an important role in assisting 
with the effective implementation of these initiatives. With this in mind, the following 
proposals are made: 
 Environmental sustainability team leaders should ensure they are knowledgeable 
on the subject and possess good communicative skills in order to bring across 
their message in an effective manner. Employees could be educated about 
environmental sustainability matters by attending workshops on methods of 
reducing global warming. 
 Leaders within organisations could adopt a combination of leadership styles to 
drive environmental sustainability, depending on the specific change at hand, 
since the ability to communicate is key in motivating, influencing and inspiring 
employees. Perhaps in different sectors, a specific leadership style might be 
desirable such as a transformational style in the retail sector where there is a 
need for a collaborative approach, or a visionary style for the mining sector. 
Change leaders should read motivational books on change and the styles which 
have been successful in the implementation thereof.  
 It would be beneficial to identify, appoint and mentor female leaders to drive 
environmentally sustainable global warming reduction initiatives as women have 
a nurturing nature, which suggests that they will take care of nature and the 
planet, and that they are more emotionally intelligent than men. 
 Top level leadership should lead organisations in global warming reduction 
activities, as they are the visionary backbones of the organisation. All strategies 
need to first be implemented by them and rolled out through the organisation to 
make change effective, as they lead by example. Furthermore, leadership of 
environmental sustainability issues can happen throughout all hierarchical levels. 
In order to achieve this, guidelines could be drawn up in terms of how to address 
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these issues. These codes and guidelines should be implemented at all levels, 
from top level leadership down to middle managers, supervisory and staff levels. 
This would encourage taking responsibility and being accountable for making the 
organisation more sustainable in terms of the environment.  
 
In the next section, guidelines on how to create environmental sustainability 
leadership in South Africa will be discussed. 
 
8.6 CONTRIBUTIONS OF THE STUDY TO THEORY AND PRACTICE 
The importance of environmental sustainability has been recognised worldwide in 
the quest to reduce global warming. Although environmental sustainability has 
received attention in South Africa, much more still needs to be done. South Africa 
can learn from both developing and developed countries how to drive environmental 
sustainability in the workplace and how change leaders can be identified within 
organisations. The current research has made several contributions to the body of 
knowledge on the qualities needed by leaders to act as change agents within their 
organisations to assist in driving environmental sustainability initiatives, and in 
particular, to reduce global warming. The contributions made include the following: 
 Limited studies have focused on the role of change leadership in environmental 
sustainability in South Africa. A literature search revealed that change leadership 
has not been put in the context of environmental sustainability. 
 This study contributed towards increasing the body of knowledge on the qualities 
needed by change leaders or agents to drive environmental sustainability, in 
particular in a developing country like South Africa. Although the current study 
only focused on a limited number of participants, it contributed to the collective 
knowledge of environmental sustainability leadership in South Africa.   
 Using the qualitative research paradigm has enabled the combining of two topics 
(change leadership and environmental sustainability) not previously brought into 
context together, and not merely to test the existing knowledge of each topic.  
The empirical results allowed for a further in-depth analysis in terms of provincial, 
business and employment sector comparisons. 
 The results of the study indicated that although environmental sustainability is 
pertinent to South Africa and initiatives to drive it are in place, organisations limit 
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their environmental initiatives to focus on a few areas which should be extended. 
This study also shows that South African leaders involved in environmental 
sustainability are well educated and knowledgeable on the subject matter, which 
could equip them to drive it even further within their organisations. 
 To the environmental leadership community of any organisation, the results of 
this study indicate the importance of environmental sustainability and which 
strategies to implement to contribute towards reducing global warming and how 
to increase the awareness thereof in the organisation and beyond. It also 
indicates that sustainability reporting gives organisations more credibility and this 
can prompt organisations to become even more focused on environmental 
sustainability. 
 This study creates a basis for identifying change leaders or change agents by 
providing guidelines on change leadership qualities necessary to drive 
environmental sustainability, in particular to drive global warming reduction 
initiatives successfully in the workplace. Organisations can use the identified 
leadership qualities as a screening tool to select potential change leaders or 
agents within the organisation to drive it. 
 The results also point to the fact that organisations should consider appointing 
females as change agents to drive environmental sustainability initiatives as their 
emotional reaction to environmental problems is perhaps stronger due to their 
nurturing (mothering) abilities. 
 This study also identifies change leadership styles which organisations should 
take cognisance of if wishing to successfully drive environmental sustainability. 
 In spite of the fact that top leadership is essential in driving environmental 
sustainability, all hierarchal levels should assist in driving the initiatives. The 
study further indicates that organisations should consider linking employee 
incentives to environmental sustainability objectives. 
 For the international community, this study provides opportunities for future case 
study research. The results can also be extended to be used in other developing 
countries exploring environmental sustainability leadership.  
 
In the next section, a summary is provided of the self-reflection and learning that was 
gained from this study. 
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8.7 SELF-REFLECTION AND LEARNING 
The issue of environmental sustainability, of which global warming is a part, is a 
contentious issue not only in the corporate environment, but also in both public and 
private sectors. Furthermore, having change leaders who are able to effectively drive 
environmental sustainability seems to be an area of study which is fairly new. Doing 
this study has awoken in me a desire to remain in touch with new developments in 
this field. Doing this research has forced me to juggle with my position as a financial 
analyst and be a researcher to understand (through the qualitative research method) 
how environmental sustainability is handled in South Africa and the qualities which 
leaders need to possess to be effective change agents within their organisations. 
The qualitative method applied in this study exposed me to a number of valuable 
data collection methods which I had previously used, but without understanding how 
the effective use of surveys could lead to rich information on the area of study. I will 
now be able to apply these data collection tools with ease to research assignments 
which I may pursue.  
 
The findings from this study have given me a better understanding of some of the 
change leadership and environmental issues within private and public organisations.  
I have learnt that there are environmental initiatives in place in organisations at a 
global and South African level to reduce the effects of global warming such as GHG 
carbon reductions, carbon taxes and carbon trading. I have also learnt that these 
initiatives are implemented with standardised rules and can be reported on through 
the GRI. Furthermore, I have discovered that there needs to be an overlap of change 
leadership qualities in organisations as the convictions which change leaders have 
about the environment and personal values play a role in how they drive 
environmental sustainability successfully. I have also learnt through comparing 
South African organisations with developed and developing countries that there is 
much to learn from environmental sustainability initiatives in countries such as USA, 
UK, Australia, China, Brazil and India. This made me realise that there are many 
qualities needed for change leaders to drive environmental sustainability in an 
effective manner within organisations.  
 
In the next section the limitations of the study is provided. 
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8.8 LIMITATIONS OF THE STUDY 
The following limitations were experienced during the completion of the research 
study:  
 The sample size was limited and the research findings of this study cannot be 
generalised to the entire population. However, considering the quality of 
information obtained in a relatively new area of research, and the manner in 
which the participants were chosen, the findings are acceptable.  
 In the beginning stages of this study, a mixed research approach was planned.  
However, very few respondents were able to complete the questionnaire for the 
quantitative component of the study during the pilot sample stage. One 
respondent indicated that it was difficult to answer the questions since only top 
management were involved in environment sustainability issues.  For this reason, 
a qualitative research approach was deemed more desirable and the study 
design was restructured. 
 Only limited information on environmental sustainable change leadership was 
available.  Information centred on either change leadership focusing on bringing 
about changes (the changes were not specified), or on environmental 
sustainability. To overcome this problem, two chapters in isolation from each 
other were utilised to describe the two topics. 
 Because of the physical distance between the participating organisations and 
time constraints of the researcher, ordinary staff members of the organisations 
could not be included in the study. The participants were carefully selected to 
obtain those most knowledgeable about environmental sustainability. 
Despite the limitations mentioned above, the research conducted in this study is 
bound to make a valuable contribution to the field of environmental sustainability 
leadership in South Africa because of the rigorous analysis of the results in terms of 
a provincial, business and employment sector analysis.  
 
In the next section, recommendations for future research are provided. 
 
8.9 RECOMMENDATIONS FOR FUTURE RESEARCH 
Since environmental sustainability and its impact on the planet is such an important 
topic, there are many interesting possibilities for future research which include: 
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 Comparing the differences in opinions of female and male sustainability leaders 
on how to drive environmental sustainability, in particular global warming 
reduction in the workplace; 
 Determining the differences in opinions of employees at different hierarchical 
levels regarding how to drive environmental sustainability, in particular global 
warming reduction in the workplace; 
 Comparing the types of environmental sustainability issues addressed in private 
versus public sector organisations; 
 Investigating best practices from leading environmental sustainability retailers on 
how to encourage environmental sustainability in the workplace; and  
 Investigating in a longitudinal study the role of women leaders‟ qualities in driving 
environmental sustainability. 
  
In the next section, guidelines for leaders in South African organisations to drive 
environmental sustainability in the workplace, will be discussed. 
 
8.10 GUIDELINES FOR ENVIRONMENTAL SUSTAINABILIY LEADERSHIP IN 
SOUTH AFRICA 
The details of the current research findings highlight the importance of environmental 
sustainability issues and change leadership in South Africa. Sections 8.3 to 8.6 of 
this chapter contain a number of guidelines which can be useful in promoting 
effective environmental sustainability leadership in South Africa. These guidelines 
are summarised in Tables 8.2 and 8.3 below. Table 8.2 details guidelines to 
implement in the workplace to encourage environmental sustainability. 
 
Table 8.2: Guidelines to encourage environmental sustainability  
No. Guidelines on environmental sustainability actions 
1 Have global warming reduction strategies and initiatives in place for: 
 Energy saving 
 Water preservation 
 Managing land and biodiversity 
 Renewable energy 
 Waste reduction 
 Reduction of GHG emissions 
 Recycling 
 Transportation 
 Green buildings 
 Green campaigns 
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No. Guidelines on environmental sustainability actions 
2 Raise environmental awareness through: 
 Intranet publications 
 Attendance at local and global conferences on environmental sustainability 
 Running green campaigns 
 Offering staff workshops on workplace environmental sustainability actions 
3 Involve employees in environmental sustainability initiatives by: 
 Having top leadership allocating specific tasks to departments 
 Setting objectives and performance indicators for each employee  
 Involving employees in environmental community projects 
4 Put employee  incentives in place: 
 That measure environmental sustainability targets against performance indicators 
 That employees will value 
 Linked to year-end bonuses 
 Alongside competitions to reward employees who provide ideas to increase workplace 
environmental sustainability 
5 Provide an enabling working environment by providing 
 Mentorship to employees on how to ensure environmental sustainability; 
 Role models with passion for driving environmental sustainability; 
 Training on how to be environmental sustainable in personal life. 
 
Source: Own construct (2013) 
 
Table 8.3 offers guidelines for the requirements of change leaders to encourage 
environmental sustainability in the workplace. 
 
Table 8.3: Guidelines on the qualities of change leaders to drive 
environmental sustainability actions 
No. Guidelines on change leadership qualities 
1 Ensure that change leaders driving environmental sustainability have the following qualities: 
 Committed to the change process 
 Knowledgeable about the topic 
 Courageous and prepared to take risks 
 Passionate about the environment 
 Energetic to encourage the team and individual employees towards action 
 Achievement-orientated to follow the process through 
 Focused on the end goal 
 Problem–solving 
 Flexible in approach 
 Persuasive with stakeholders 
 Able to network and build relationships 
 Good communication skills 
 Empathetic 
 Credible in the organisation 
 Visionary: able to see the bigger picture 
 Resilient in the face of resistance to change 
 Entrepreneurial to initiate and implement change 
 Innovative: seeking new solutions to ensure environmental sustainability 
2 Change leaders must utilise a mix of the following leadership styles: 
 Transformational 
 Charismatic 
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No. Guidelines on change leadership qualities 
 Servant 
 Visionary 
 Authentic 
 Inclusive 
 Autocratic 
3 Appoint more women leaders to drive environmental sustainability initiatives, because women: 
 Have an inborn nurturing nature 
 Can assist organisations in being more representative in terms of gender employment 
equity 
 Have more influence and appeal to communities they are involved in 
 Are more empathetic 
 Have emotional intelligence and are in touch with the emotions of the individuals they are 
in contact with 
4 Appoint change leaders who: 
 Are personally involved in environmental sustainability activities 
 Can translate their passion into job values 
 Can translate their personal and family values into the implementation of sustainability 
activities 
 Can communicate the effects of global warming effectively across all hierarchical levels 
through their work roles 
 Use the spirit of Ubuntu for the betterment of others and be steward and servant of the 
earth to preserve life and the ecosystem 
 Adopt a balanced business approach in terms of the triple bottom line and address 
environmental sustainability at economic, social and ecological levels 
 
Source: Own construct (2013) 
 
Following these guidelines could assist organisations in identifying the correct 
change agent to ensure they are focused on environmental sustainability, in 
particular the reduction of global warming. 
 
8.11 CONCLUSION 
Environmental sustainability is widely acknowledged in literature as an important 
strategic business imperative and contributes towards organisational success as 
stakeholders regard these organisations as being committed towards reducing global 
warming. The King III report emphasised the importance of environmental 
sustainability and encouraged organisations to measure their progress in the 
workplace and involve communities in this effort. It is also acknowledged that 
environmental sustainability can bring about many benefits and business 
opportunities for organisations such as growing the customer base and reducing 
costs.   
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To drive environmental sustainability initiatives in organisations requires a change 
leader who has pertinent qualities, with a certain leadership style and mindset.  
Although most participants in this study did not appear to have a gender preference 
for change leaders driving environmental sustainability, they did acknowledge that 
women leaders could be considered more suitable, given their motherly, nurturing 
and more empathetic natures.   
 
To conclude, “Leadership comes from the passion of change agents and identifying 
these people is important. Building a network of committed leaders at all levels is a 
first step to change. Only when there is a critical mass does change take place.” 
(Benn, Dunphy & Perrot 2006:133).  
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  18 June 2013 
Dear Participant 
The Unit for Applied Management Sciences, a research unit functioning under the 
auspices of the Department of Business Management and School of Management 
Sciences at the Nelson Mandela Metropolitan University (NMMU), Port Elizabeth, 
South Africa, is currently (2013) conducting research on environmental sustainability 
and the role of corporate change leaders to reduce the effect of global warming. We 
are collecting information in the form of a survey to gauge the opinions of corporate 
leaders on which environmental sustainable global warming reduction actions their 
organisations engage in or plan to engage into. This study will provide useful insight 
if and how corporate leaders can be used as change agents to assist in reducing the 
effects of global warming through environmental sustainable organisation actions.     
All data sources will be treated as confidential and would be used for research 
purposes only. The data will be summarised and no individual participants will be 
identified. You can complete the questionnaire anonymously.   
The questionnaire comprises four sections: 
Section A: Environmental sustainability actions 
Section B: Personal and leadership actions 
Section C: General information regarding participant 
Section D: General information regarding employer  
 
J MAY       PROF S PERKS 
Student       Promotor 
  ANNEXURE 1: INTERVIEW SCHEDULE 
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SECTION A: ENVIRONMENTAL SUSTAINABILITY ACTIONS 
 
1. Is your organisation participating in global warming reduction initiatives?  Specify 
which initiatives? 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
2. Are staff attending environmental sustainability conferences? If so, which 
conferences and how do they choose staff to represent the organisation? 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
3. Have management formulate environmental sustainable strategies? If so, 
elaborate on the chosen strategies and the aim of each. 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
4. Is your organisation engaging in media campaigns to make the public aware of 
your environmental sustainability strategies?  If so, which media do you use, what 
is the message about and how frequently does it take place? 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
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5. Is your organisation making employees aware of environmental sustainability, in 
particular global warming reduction and the consequences thereof?  If so, specify 
how they are made aware and how frequently it takes place. 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
6. Which leadership level is involved in environmental sustainability efforts? 
________________________________________________________________
________________________________________________________________ 
 
7. Are there employee incentives in place to encourage environmental sustainable 
global warming reduction efforts? If so, elaborate on the types of incentives and 
the frequency of distribution. 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
SECTION B: PERSONAL AND LEADERSHIP ACTIONS 
 
1. Are you personally employing environmental sustainable strategies?  If so, 
outline the strategies and the aim of each. 
 ________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
2. Do you think you can do more to assist in reducing global warming? Motivate 
your answer.  
 ________________________________________________________________
________________________________________________________________
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________________________________________________________________
________________________________________________________________ 
 
3. Which leadership qualities skills do you think corporate leaders need to posses to 
assist in environmental sustainable global warming reduction strategies? 
 ________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
4. Which leadership styles do you associate with environmental sustainable change 
leaders? 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
________________________________________________________________ 
 
5. Do you think women or men would be the best suited for driving environmental 
sustainability to reduce global warming activities in the corporate world? Motivate 
your answer. 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
6. Do you think your own personal beliefs have made a contribution in your 
organisation to implement environmental sustainability activities?  
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
 
 
 
315 
 
SECTION C: GENERAL INFORMATION REGARDING PARTICIPANT 
 
Age: _______________________________________________________________ 
Position in organisation: ________________________________________________ 
Number of years in leadership position:____________________________________ 
Number of years working experience: _____________________________________ 
Qualifications prior to leadership position: __________________________________ 
Current qualifications:__________________________________________________ 
Working experience prior to leadership position: _____________________________ 
 
 
SECTION D: GENERAL INFORMATION REGARDING EMPLOYER 
 
Organisation name: ___________________________________________________ 
Products/Services sold: ________________________________________________ 
Organisation form: ____________________________________________________ 
Number of years in operation: ___________________________________________ 
Number of current employees:___________________________________________ 
Number of employees in leadership position: _______________________________ 
Number of women in leadership position: __________________________________ 
 
 
THANK YOU FOR YOUR TIME AND PARTICIPATION! 
